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ABSTRACT
This dissertation has attended to the structure of communication
occurring in group leader/member interaction as determined by the differential
distribution and sequence of speech behaviors used by group leaders and group
members. Structure was conceived as the relative frequency of occurrence of
given classifications of communicative behaviors, both as a proportion of the
total number of statements made (distributional structure) and as a proportion
of the total number of statements following statements ef each class ificational
type (sequential structure). Differential patterns in the use of selected
communicative behaviors by group leaders are described and several
predictable relationships among these behaviors are demonstrated.
vii
The communicative behaviors selected were the basic skills of
microeounseling identified by Ivey, Normington, Miller, Morrill and Haase
(1968) and explained by Ivey (1971b). Ivey adapted them for use in group
leader observation and training in his Predictive Taxonomy of Group Leader
Behavior (Ivey, 1971a). The Ivey Taxonomy is based on a behavioral/
structural approach to encoding dyadic therapy and counseling relationships;
by analyzing counselor leads, Ivey found that it was possible to predict client
responses. His approach was rooted in a theory of "communication as
adaptation" (Ivey and Hurst, 1971).
Chapter one introduces the study by establishing its purposes (i. e.
,
facilitating accurate anticipation and effective intention®lity), its definitions,
and its frame of reference. Chapter two reviews the literature on leadership
in order to create a context for the study. Chapter thrtee outlines the require-
ments for instruments for the observation of small graup interaction and
reviews thirteen such instruments. Chapter four elaborates the Ivey Taxonomy
and outlines its theoretical relationship to transactional communication. Chapter
five describes the methodology followed in this study, presents the results by
summarizing and interpreting the data relevant to eachi major hypothesis, and
evaluates the Ivey Taxonomy. Chapter six outlines axii<oms of communication
relevant to the futher development of the Ivey Taxonomy and its use in training
group leaders.
The dissertation examines the following hypofcheses:
viii
Hypothesis 1 : Group leader/member interaction can be realiably
scored (with . 90 inter-rater agreement) using the categories of
the Ivey Taxonomy.
Hypothesis 2 : Group leader/member interaction can be accurately
predicted (with .75 accuracy) using the categories of the Ivey
Taxonomy. Specific predictions were elaborated in Chapter
Four.
Hypothesis 3 : Group leaders with different styles and orientations
will utilize quantitatively different behavioral categories of the
Ivey Taxonomy.
Hypothesis one was not confirmed; overall inter-rater agreement was only 87.7
percent. Hypothesis two was confirmed in one category: information succeeded
information more than 75 percent of the time in the leader/member sequential
structure of three of the four groups. Hypothesis three was confirmed by the
comparative distributional structure of leader behavior in each group.
The Taxonomy is effective in describing what leaders and members
do (distributional structure), but it does not yet effectively predict (sequential
structure). It is suggested that enriching the Taxonomy with nonverbal response
categories would improve its predictive efficacy. Persons using the Taxonomy
would then be able to observe both content and relationship dimensions of
human communication.
ix
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CHAPTER I
INTRODUCTION
This dissertation will attend to the structure of communication occurring
in group leader/member interaction as determined by the differential distribution
and sequence of speech behaviors used by group leaders and group members.
Following Gouran and Baird (1972), structure is conceived as the relative frequency
of occurrence of given classifications of communicative behaviors, both as a
proportion of the total number of statements made (distributional structure) and
as a proportion of the total number of statements following statements of each
class ificational type (sequential structure). This dissertation will describe
differential patterns in the use of selected communicative behaviors by group
leaders and group members and demonstrate predictable relationships among
these behaviors.
The communicative behaviors selected are the basic skills of micro-
counseling identified by Ivey, Normington, Miller, Morrill and Haase (1968) and
explained by Ivey (1971b). Ivey adapted them for use in group leader observation
and training in his Predictive Taxonomy of Group Leader Behavior (Ivey, 1971a).
The Ivey Taxonomy is based on a behavioral/structural approach to encoding
dyadic therapy and counseling relationships; by analyzing counselor leads, Ivey
found that it was possible to predict client responses. His approach is rooted in
2a theory of "communication as adaptation" (Ivey and Hurst, 1971).
This dissertation will attend to the leadership process in small groups.
Therefore, a wide variety of studies on leadership in small groups will be
reviewed in order to establish a context for the current study. Selected observa-
tion instruments will be examined and their ability to organize group leader/
member interaction in a systematic way evaluated. A theory of communications as
progressive adaptation will be presented together with an elaboration of the
Ivey Taxonomy. Initial research findings on its predictive efficacy will be
reported, conclusions drawn, and implications for the training of effective group
leaders suggested.
STATEMENT OF THE PROBLEM
Can basic behavioral skills of effective group leadership be identified
and taught? Or is the efficacious group leader simply a "gifted" individual?
This dissertation takes the position that group leader behavior is definable and
teachable and that individuals can develop effective group leadership styles
when they systematically examine their intention (s) and behavior(s) in groups,
the impact their behavior has on group members, and the impact of group
member response on them as leaders.
Developing an awareness of the relation between leader interventions
and member responses is an important aspect of learning in groups. Leaders
are often unsure how to encourage group members to move in a preferred
direction. Sometimes they are confused about the movement—or apparent
lack of it actually experienced. And sometimes they are confused about how
3they are influenced by group members. Similarly, group members are often
unaware of how leaders influence them and are influenced by them even though
they recognize such influence. Given this ambiguity, it is difficult for both
leaders and members to be maximally responsible (i. e.
,
able to respond) and
intentional (i. e.
,
able to chose among alternatives).
The author of this dissertation takes the position that there are identifiable
leadership behaviors that influence group member responses in a predictable
direction and that these behaviors can be learned when individuals consciously
attend to the reciprocal effect their behaviors have on both themselves and others
and compare it with the effect intended. He holds further that the Ivey Taxonomy
is a systematic categorization of communicative behaviors that can facilitate this
learning process and nourish responsibility and intentionality in group interaction.
NEED FOR THE STUDY
Bergin and Strupp (1972), Carkhuff (1972), Egan <1970), and Ivey (1972)
are calling for the implementation of systematic human resource development
programs which can upgrade the level of functioning of those in the helping
professions. Rogers, Gendlin, Kiesler, and Truax (1967) and Truax and
Carkhuff (1967) have demonstrated that counseling and psychotherapy can be
"for better or for worse" and that these effects can be accounted for in
part by the level of the helper's functioning on certain interpersonal dimensions.
Systematic training can help helpers to function at optimum levels in order to
maximize the opportunity for helpee benefit. These optimum levels are
4achieved as individuals develop a broad "response repertoire" of helper behaviors
(Carkhuff, 1971). "When we train people in the kinds of skills which they need
to function effectively in their worlds we increase the probability that they will,
in feet, function effectively" (Carkhuff, 1972, p. 10).
A key element in systematic training is the identification of specific
behavioral skills and their influence potential. There is substantial evidence
demonstrating that the behavior of the leader is a critical factor in determining
the effect of the training group upon the behavior of its members and upon the
permanence of their learnings (Gibb, 1971). For example, Peters (1966) found
that members' self-concepts, measured on semantic-differential scales,
increasingly converged during training with their concepts of the leader and
with his concept of himself. Further, Powers (1965) found that trainer style
influenced the effectiveness of training. Psathas and Hardert (1966) show that
trainer interventions contain implicit norm-messages indicating to members
what norms should be established in the group. Culbert (1968) demonstrates
that participants with more self-disc losing trainers more often entered into
relationships with other group members while those that had trainers who were
less self-disclosing tended to enter into relationships with the trainer. Yalom
and Liberman (1971) report that the number and severity of casualties and the
manner in which the casualties sustained injury are highly dependent upon the
leadership style of the leader and the kind of group it creates. In a related
article, Lieberman, Yalom and Miles (1973b) declare that "the leader makes the
difference" (p. 69).
5The group leader's behavior, then, has a unique and powerful impact
on a group, "This means that he sometimes must use caution, lest he have too
much impact on the group members" (Aronson, 1972, p. 256). At the very
least, he must be clear about his goals and methods and open to continual
assessment of the nature of his influence by the groups with which he works.
With this in mind, Lakin (1969) emphasizes that:
It is the responsibility of the trainer to make as
clear as he can his own activities, his own view
of what is significant, and to encourage exchanges
of views among participants so that all can have
the possibility of differential self-definition and
orientation during the training process. This
would help prevent a situation where inchoate
and inarticulated pressures push individual
participants beyond their comprehension (p. 926).
Responsibility demands clarity and openness.
This responsibility is also emphasized by the American College
Personnel Association statement regarding "the Use of Group Experiences in
Higher Education" (ACPA Task Force on Group Procedures, 1972). They take a
firm stand on the issue of explicit versus implicit purposes for group
experiences:
Any group experience should be purposefully
designed to achieve certain basic and explicit
goals. Both the goals for the group experience
and a general description of the methods and
processes to be used should be communicated
openly to all potential participants and to any
other members of the campus community who
may wish to know (p. 94).
6In response to these concerns, Egan (1970) has urged the use of a
group contract that explicitly spells out the goals and behaviors encouraged in
the group experience. His hypothesis is this: the more explicit both the member
contract and the leader process contract are in any face-to-face group and the
deeper the commitment of the participants to these contracts, the more a group
is able to become the "master of its destiny. " Egan spells out specific behaviors
in his sample contract in an effort "to make the group be, from the start, what
Bion (1961) calls a sophisticated or workgroup" (Egan, 1970, p. 33).
Lieberman (1972) shares this concern and pursues it through the question,
"how do encounter group leaders go about the business of changing people ?"
He collaborated with Yalom and Miles (Lieberman, et al, 1973a) in studying
fifteen encounter group leaders as they led groups at Stanford University. The
"more challenging goal" behind their design "was that of generating the sort of
data about leadership differences which would allow the development of an
empirical taxonomy of leadership methodologies—a typology which might ultimately
be related to different types or degrees of personal learning or change, "
(Lieberman, 1972, p. 136). Their research led them to the identification of
distinct leadership styles and a general description of the impact these styles
had on group members.
The Ivey Taxonomy of group leadership behaviors (Ivey, 1971a) is a
further contribution to fulfilling ethical responsibility by making clear the way
specific behaviors influence interpersonal interaction in groups. It enables
7participants to specifically identify how they are being influenced and how they
can influence others in group interaction. It enables group leaders to systemati-
cally identify and learn leadership skills in groups and use them with intentionally.
It invites intentionality because it clarifies the range of alternatives among
which one must choose.
The intentional individual, according to Ivey and Rollin (1972), is one
who "can generate alternative behaviors in a given situation" by- approaching a
problem or situation from different vantage points in response to environmental
feedback. The intentional individual is not bound to one course of action, but
responds aptly to ever-changing situations. Therefore, to act with intentionality,
one must have alternative behaviors available to him— one must have an adequate
behavioral repertoire.
The Ivey Taxonomy of group leader behaviors offers behavioral
alternatives by specifying more precisely the dimensions of human interaction
in groups. It helps a leader develop intentional behaviors and increase effective
functioning. The process of identifying and teaching group leadership behaviors
can also nurture intentionality among group members by providing them with
specific behavioral alternatives from which to choose in order to effectively
facilitate their own interaction. The Ivey Taxonomy of group leader behaviors,
then, helps participants fulfill one of the goals of laboratory education, namely,
the diffusion of leadership among group members (Egan, 1970; Bradford, Gibb
and Benne, 19S4). It helps group leaders be clear about their activities by
8encouraging their intentionally. It helps demystify group leadership (Ivey,
1973) and systematize group leadership training. It fulfills a need for "a
predictive taxonomy of group leader behavior which can help to design better
research and train more effective leaders' 1 (Argyris, 1971).
PURPOSE OF THE STUDY
This study will use the categories of the Ivey Taxonomy in evaluating
small group interaction in order to demonstrate various relationships among
group leader interventions and group member responses. Specifically, the
study will attempt to demonstrate the following hypotheses:
Hypothesis 1 : Group leader/member interaction can
be reliably scored (with
.
90 inter-rater agreement)
using the categories of the Ivey Taxonomy.
Hypothesis 2: Group leader/member interaction can
be accurately predicted (with a 75 accuracy) using the
categories of the Ivey Taxonomy. Specific predictions
will be elaborated in Chapter Four.
Hypothesis 3 : Group leaders with different styles
and orientations will utilize quantitatively different
behavioral categories of the Ivey Taxonomy.
These hypotheses will be elaborated in Chapter five.
9PROCEDURES FOR THE STUDY
For the purpose of this study, the verbal process of interpersonal
communication will be the only aspect of the leader/member interaction
examined. Two independent raters, graduate students in Human Relations,
will be trained to classify the group interaction recorded on typescripts
according to the following general categories of the Ivey Taxonomy: Attending/
nonattending, five focus areas, and twenty-six verbal responses. They will
use the Ivey Taxonomy to rate the verbal interaction occurring in four written
protocols of groups led by four leaders of differing orientations and styles.
The information gained from this procedure will then be analyzed and conclusions
drawn,
DEFINITIONS
The words used in the title of this dissertation are used with the
following meanings in mind:
Predicting : To anticipate; "to declare in advance, to foretell on the
basis of observation, experience, or scientific reason" (Webster's ,
1967, p. 669).
Group : An open system; "a reactive enterprise; its parts respond
to one another in ways that promote mutual accommodation"
(Steiner, 1972, p„ 172). "Most social psychologists use the term
[group] to refer to two or more individuals who can be collectively
characterized as follows: they share a common set oi norms, beliefs
10
and values and they exist in implicitly or explicitly defined relation-
ships to one another such that the behavior of each has consequences
for the others” as well as for oneself (Proshansky and Seidenberg,
1965, p. 377).
Leader: "When one member is notably more influential than others
he is a leader” (Brown, 1965, p. 679). More specifically, for
dissertation purposes, the leader is "one who initiates and facilitates
member interaction” (Bales and Strodtbeck, 1951, p. 486). He or
she will usually be the designated head of the group who is responsible
for the boundaries of its interaction.
Member: Individual humans (who are best described as "persons-
communicating-with-other-persons") who are physically present
within the boundaries of the group.
Interaction: "Mutual or reciprocal action or influence” (Webster's ,
1967, p. 440). It is expressed behaviorally as a series of messages
or utterances exchanged between persons.
Efficacy : "Having the power to produce a decided, decisive, or
desired effect" (Webster's. 1967, p. 264).
Taxonomy: "The science or technique of classification" (Random
House, 1967, p. 1457). "A taxonomy is a classification system.
It is a method of codifying the observable world into categories which
may be inherently related, but are ultimately discreet" (Ivey, 1971a).
11
Words Important to the work of this dissertation are listed below together with
the meanings intended for each:
Behavior : The way in which someone "acts, functions, or reacts"
(Webster s , 1967, p. 77). More specifically, for dissertation purposes,
behavior refers to the process of speech communication.
Boundary: The region of system control separating the system from
its environment (Miller and Rice, 1967).
Closed System: If there are no import or export of energies in any
of its forms (e.g.
,
information) and therefore no change of components,
a system is closed (Hall and Fagen, 1968, p. 86).
C ommunication : "All behavior, not only speech, is communication"
(Watzlawick, Beavin and Jackson, 1967, p. 22). However, for the
purposes of this dissertation, communication will refer to speech
alone.
Feedback: The return to the input of a part of the output of a system.
Horizontal Interaction: Symmetrical interaction characterized by
equality and the minimization of difference (Watzlawick, et al.
,
1967).
Language : "A systematic means of communicating ideas or feelings by
the use of conventionalized signs, gestures, marks, or esp. articulate
vocal sound" (Webster’s , 1967, p. 474).
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Leadership
: "The term is but a shorthand expression for a particular
form of ongoing relationship” (Watzlawick, et al.
, 1967, p. 27).
'Leadership in the broadest sense implies the presence of a particular
influence relationship between two or more persons" (Hollander and
Julian, 1968, p. 890). More specifically, leadership is "the process
of influencing the activities of an organized group toward goal setting
and goal achievement" (Stogdill, 1950, p. 4).
—
s
-
sa£e
:
A single communicational unit, identified herein as one
sentence.
Meta: "Used with the name of a discipline to designate a new but
related discipline designed to deal critically with the original one"
(Webster's, 1967, p. 532).
Meta-language
: Language about language.
Open System: "One that exchanges materials, energies, or information
with their environments, " (Hall and Fagen, 1968, p. 86).
Process : The sequence of messages and utterances exchanged.
Structure : The constraining pattern of repetition or redundancy that
is identified herein as the relative frequency of occurrence of given
Taxonomy classifications of messages and utterances, "both as a
proportion of the total number of statements made (distributional
structure) and as a proportion of the total number of statements
following statements of each class ificational type (sequential structure )"
(Gouran and Baird, 1972, p. 16).
13
System: "A set of objects together with relationships between the
objects and between their attributes" where objects are the components
or parts of the system, attributes are the properties of the objects,
and relationships "tie the system together" (Hall and Fagen, 1968,
pp. 81-82).
System Environment: "The set of all objects a change in whose attributes
affect the system and also those objects whose attributes are changed
by the behavior of the system" (Hall and Fagen, 1968, p. 83).
Utterance : The continuous flow of language by a group leader or member
to the point at which another participant initiates a continuous flow of
language (Gouran and Baird, 1972).
Vertical Interaction: Complementary interaction which is characterized
by the maximization of difference (Watzlawich, et. al.
,
1967).
METHOD OF INQUIRY
Dewey and Bentley (1949) identify "three levels of the organization and
presentation of inquiry: Self-Action, Inter-Action, and Trans-Action" (p. 107).
They offer a definition of each level, using hyphens to stress the significance
of the verbal elements in the names:
Self-Action : Where things are viewed as acting under their own powers,
Inter-Action: Where thing is balanced against thing in causal inter-
connection.
14
Trans-Action
: Where systems of description and naming are employed
to deal with aspects and phases of action, without final attribution to
’’elements," "essences," or "realities, " and without isolation of
presumptively detachable "relations" from such detachable "elements"
(p. 108).
Spiegel (1971) thinks that all three are important in that all three are modes of
specifying the results of observation and are required for the objective description
of the interrelation between systems.
In this dissertation, though all three levels are important to its author,
only inter-actional and trans
-actional modes of inquiry will be used. When
attending to the leader/member interactional system, inter-actional inquiry
will be used to view first one party's behavior and then the second party's
response, like watching a tennis match. When surveying the range of studies
on the nature of leadership in groups (i. e.
,
Chapter two), trans
-actional inquiry
will be used to organize and present the material.
FRAME OF REFERENCE
In this dissertation, human interaction will be considered as a system
,
and the general theory of systems will be used to gain insight into the nature of
interactional systems. Hall and Fagen (1968) define a system as "a set of
objects together with relationships between the objects and between their
attributes"; objects are the components or parts of the system, attributes are
the properties of the objects, and relationships "tie the system together" (pp. 81-82).
15
The objects of human interactional systems are individual humans (who
are best described as
"persons-communicating-with-other-persons”) and/or
groups of humans. The attributes by which they are identified herein are their
communicative behaviors (rather than personality "traits" or group "functions").
The relationships which "tie the system together" make the notion of "system"
useful because it is possible to say that inter-relationships exist among every
given set of objects, however trivial those inter-relationships may be. Hall
and Fagen (1968) are of the opinion
that the relationships to be considered in the context
of a given set of objects depend on the problem at
hand, important or interesting relationships being
included, trivial or unessential relationships
excluded. The decision as to which relationships
are important and which trivial is up to the person
dealing with the problem, i. e.
,
the question of
triviality turns out to be relative to one's interest
(P. 82).
Another important aspect of the definition of a system is the definition
of its environment. Hall and Fagen (1968) define it as follows: "For a given
system, the environment is the set of all objects a change in whose attributes
affect the system and also those objects whose attributes are changed by the
behavior of the system" (p. 83). The authors admit that
the statement above invites the natural question of
when an object belongs to a system and when it
belongs to the environment; for if an object reacts
with a system in the way described above should
it not be considered a part of the system? The
answer is by no means definite. In a sense, a
system together with its environment makes up the
universe of all things of interest in a given context.
16
Subdivision of this universe into two sets, system
and environment, can be done in many ways which
are in fact quite arbitrary. Ultimately it depends
on the intentions of the one who is studying the
particular universe as to which of the possible
configurations of objects is to be taken as the
system (p. 83).
Subdividing a universe into system and environment involves establishing a
boundary between them which identifies their differentiation and discontinuity and
which constitutes a region of system control.
In addition to dichotomizing a specified universe into system and
environment, the system itself can be subdivided into subsystems which form a
hierarchical order of systems. Therefore, "objects belonging to one subsystem
may well be considered as part of the environment of another subsystem" (p.
84). Koestler (1964) describes these hierarchically arranged subsystems as
follows
:
A living organism or social body is not an aggregation
of elementary parts or elementary processes; it is
an integrated hierarchy of semiautonomous sub-
wholes, consisting of sub^sub-wholes, and so on.
Thus the functional units on every level of the
hierarchy are double-faced as it were: they act as
whole when facing downwards, as parts when facing
upwards (p. 287).
This "double-faced" conceptual framework enables one to see the dyadic
interactional system, the small group, the large group, and the community as
progressively more complex manifestations of a basic structural principle:
"Each can be described in terms of an internal world, an external environment,
and a boundary function which controls transactions between what is inside and
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what is outside- (Miller and Rice, 1967, p. l5 ). Furthermore, one can
conjecture that each subsystem
-overlaps other subsystems, since each member
of the dyad is involved in dyadic subsystems with other persons. - Therefore
-communicating individuals are seen in both vertical [hierarchical] and horizontal
[coextensive] relations with other persons and other systems" (Watzlawick,
Beavin and Jackson, 1967, p. 123).
Systems can be both open and closed. Most organic systems are open,
"meaning they exchange materials, energies, or information with their environ-
ments. - A system is closed "if there are no import or export of energies in any
of its forms such as information, heat, physical materials, etc., and therefore
no change of components. " An open system becomes closed "if ingress or
egress of energies is cut off" (Hall and Fagen, 1968, p. 86). Therefore,
an open system exists, and can only exist, by
exchanging materials with its environment.
It imports materials, transforms them by
means of conversion processes, consumes
some of the products of conversion for internal
maintenance, and exports the rest. Directly
or indirectly, it exchanges its outputs for
further intakes, including further resources to
maintain itself. These import-conversion-
export processes are the work the enterprise has
to do if it is to live (Miller and Rice, 1967, p. 3).
In open systems, every part is so related to its fellow parts that a change in
one part will cause a change in all of them and in the total system; this is
because of its wholeness or coherence. (At the opposite extreme is a set of
parts that are completely unrelated: that is, a change in each part depends on
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that part alone; such behavior is called independence or physical summativitv. )
.
An open system "cannot be taken for the sum of its parts; indeed, formal analysis
of artificially isolated segments would destroy the very object of interest. It is
necessary to neglect the parts for the gestalt and attend to the core of its
complexity, its organization" (Watzlawick, Beavin, and Jackson, 1967, p. 125).
Organization refers to the structure and process of relationships which
"tie the system together. "
As a process "to organize" means quite simply to
bring order into chaos. By "order" we in turn
mean predictability of the actions of the units of
a system, and by chaos, unpredictability. The
process of organizing, then, involves the creation
of structure, i.e., predictable actions. The
predictable actions, additionally, must be inter-
locked in such a manner that the operation of the
units and the pattern of linkages between units
produces a predictable, desired outcome. Thus,
structure means predictable unit activities and
predictable relations between units (Tausky, 1970,
p. 7).
Attending to the core of system complexity in human systems begins with the
observation of the particular system in operation. One can then infer from what
is observed the rules of organization (i.e.
,
its program) which underlie its
functioning. Where there is pattern there is significance.
The organizing principle of open systems is the feedback loop: in
circular fashion, part of the system's output is reintroduced into the system as
information about its effect in order to affect succeeding outputs. Such information
about effect, if properly fed back to the effector, will ensure the latter's stability
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and its adaptation to environmental change. In the case of negative feedback,
this information serves to achieve and maintain stability of relationships by
decreasing the output deviation from a set norm and thereby keeping the output
within defined limits. In the case of positive feedback, this information leads
to change (i„e.
,
loss of stability) by encouraging the amplification of output
deviation from the set norm. Feedback makes systems adaptive by enabling
them to react to their environments in a way that is favorable, in some sense,
to the continued operation of the system.
OUTLINE OF THE DISSERTATION
Chapter two will include a review of the literature on leadership in
order to create a context for the current study. Chapter three will outline the
requirements for instruments for the observation of small group interaction
and review eight such instruments. Chapter four will present and elaborate the
Ivey Taxonomy, and outline its theoretical foundations in communications theory.
Chapter five will describe the methodology followed in this study and present
the results by summarizing and interpreting the data relevant to each major
hypothesis. Chapter six will discuss the implications of the study, present
relevant conclusions, and suggest possibilities for future exploration and
research.
CHAPTER 1
1
ON LEADERSHIP: A REVIEW OF THE LITERATURE
The primary focus of this dissertation is on leader/member verbal
communication in small face-to-face groups. This chapter will establish a
context for the current study by reviewing relevant literature on leadership and
leader/member interaction. Chapters two and three will address the two major
difficulties confronting the student of leadership identified by Cartwright and
Zander (1968): the first consists of choosing an acceptable definition of the
terms leader and leadership; the second concerns differentiating one's assumptions
about what leadership ought to be from research oriented questions about what
produces what (i. e.
,
what consequences follow specific leadership practices).
This chapter will work toward clear definitions by reviewing the literature on
leadership and drawing conclusions. Chapter three will address the second
difficulty by surveying selected instruments for the observation of leader/
member interaction.
HISTORICAL INTRODUCTION
The history of leadership research is a fitful one. Conceptions and
inquiry about leadership have shifted about continuously since the days of
antiquity "when Alexander set out with a small band of Greeks to conquer the
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world, when Caesar led his troops across the Rubicon, and when Columbus set
out with a mutinous crew in leaky boats to discover a "new world", " (Spotts
1964, p. 3). Plato wrote in his Republic of an ideal and just "philosopher-king"
who would govern the people of his ideal city-state. By contrast, Machiavelli
described in detail the ways ambitious humans can get and keep power in the
real world of The Prince
.
Centuries of philosophers have continued to debate the
relative importance of great men versus the situation in which these men found
themselves—the importance of authority versus power—in determining the
emergence of leadership.
The great man or hero theory of leadership holds that certain individuals
(Churchill and Gandhi, for example) are naturally endowed with characteristics
and visions that cause them to stand out from the crowd as "men of destiny" who
determine the course of history. By contrast, the situational or environmental
theory asserts <:hat external conditions, material factors, or structural features
determine the course of history; leadership emerges in response to the demands
of a particular situation (Spotts, 1964). From a sociological vantage point, the
great man theory is rooted in an aristocratic conception of social life: "that is,
pluralism of authority resting first and foremost upon local community, family,
guild, and the various other sources of custom and tradition" (Nisbet, 1966, p.
111). The situational theory is rooted in equality and democracy: "the image of
political power-rational, centralized, and popular" (Nisbet, 1966, p. 112). In
other words, these theories articulate the vertical [hierarchical] and horizontal
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[coextensive] relations discussed in Chapter one.
Max Weber emphasized the hierarchical dimension in his analysis of
the rationalization of authority. Weber (1947) conceptualized three types of
domination or leadership which he found, in one degree or another in all
societies. Traditional authority draws its legitimacy not from reason or
abstract rule but from its roots in the belief that it is ancient and that it has
inherent and unassailable wisdom transcending any one man's reason. Its
social essence is the direct personal relation between those affected: teacher
to student, servant to master, disciple to religious leader, and so on. Rational
authority is characterized by bureaucracy, by rationalization of the personal
relationships which are the substance of traditional society. "All are equal
under the rules governing them specifically. The emphasis is on the rules
rather than on persons or mores. Function, authority, hierarchy, and obedience
all exist here, as they do in the traditional order, but they are conceived to flow
strictly from the application of organizational reason" (Nisbet, 1966, p. 143).
Charismatic authority is that wielded by an individual who is able to
show through revelation, magical power, or simply through boundless personal
attraction, that he possesses charisma, "a unique force of command that over-
rides in popular estimation all that is bequeathed by either tradition or law"
(Nisbet, 1966, p. 143). Charismatic leadership almost always involves at some
key point in its arrival a dramatic conflict with either sacred tradition or rational
administration. It is not, however, indeed cannot be by its very nature, stable
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and lasting. Weber (1947) wrote;
It is the fate of charisma, whenever it comes into
the permanent institutions of a community, to give
way to powers of tradition and of rational socializa-
tion. This waning of charisma generally indicates
the diminishing importance of individual action.
And of all those powers that lessen the importance
of individual action, the most irresistible is rational
discipline (p. 253).
Even "great men" are constrained by the forms within which they lead.
Karl Marx emphasized the horizontal or coextensive dimension of
leader relations in his analysis of the uses of power. For Marx, there was no
real freedom under aristocracy because of the subjugation of the underclass
.
Marx's hope for human emancipation and human equality was placed in the
dialectics of history. "It is history that produces, within the womb of each
stage of development, the true outlines and true substance of the next stage"
(Nisbet, 1966, p. 141). "Change is provoked by constraining factors that force
some type of adaptation" (Baldridge, 1971, p. 272). Leadership is, therefore,
not planned or goal -directed, but is instead dictated by the necessity to adapt to
some structural condition, be it economic, organizational, or technological.
The relation between Weber and Marx, authority and power, great man
and situation is analogous to the relation between domination and freedom
suggested by George Simmel. "To the extent that general freedom prevails,
there also prevails general equality. For general freedom only entails the
negative fact that there is no domination. " But equality, although appearing as
24
the early consequence of freedom, proves to be only a kind of transitional
state. "Typically speaking, nobody is satisfied with the position he occupies in
regard to his fellow creatures; everybody wishes to attain one which is, in
some sense, more favorable" (Wolff, 1964, p. 275). Thus "the first affinity of
freedom is broken quickly, for the impulse that generates, in the name of free-
dom, the first striving to become equal to the power that dominates continues to
generate the desire to exceed that power and others like it" (Nisbet, 1966, p. 173)
In systems language, the interactional system oscillates between vertical
[aristocratic] and horizontal [democratic] relations.
ORGANIZATIONAL LEADERSHIP
Taylor (1911) shaped the core ideas of early twentieth century scientific
management by implementing rational authority in work organizations. Scientific
management placed heavy emphasis on manipulation of the division of labor
through detailed planning as the means to increase productivity. This required,
as a necessary first step, the separation of the functions of management and
labor as distinct activities. Then, after careful study and detailed administrative
planning, management could divide work tasks into small, quickly learned and
routinized operations, with quantity, quality, and time standards for each
operation. Tead (1929) described the good leader of this time in terms of the
following hierarchical role -functions : planner, technician, commander,
coordinator, trainer, energizer, and critic.
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A shift from work concerns to people concerns began during the late
1920's when Elton Mayo initiated human relations research in the Western Electric
Company's Hawthorne plant in Chicago (Roethlesberger and Dickson, 1939).
Mayo's studies were an attempt to get at the baffling problems (i.e.
,
constraining
forces) of low morale and inexplicable productivity increases. The latter occurred
in experiments with lighting in the work room: when they increased illumination,
productivity rose as expected; but unexpectedly, worker productivity also rose
when illumination was decreased or even when it wasn't changed at all. Mayo
decided that singling out certain groups of employees for special attention had
the effect of coalescing previously indifferent individuals into cohesive groups
with a high degree of group pride. Because of this pride, the workers were
able to devote themselves to their work. This assessment, since termed the
"Hawthorne effect, " has been observed in an enormous variety of work settings:
the very fact of receiving unaccustomed attention makes a group more conscious
of itself and enhances its morale.
The Hawthorne effect gained additional credibility with the response of
work groups who chose their own rest periods. Participating in a decision
affecting their work gave the workers a small but unprecedented degree of
control over their jobs and helped counteract their feelings of futility and passive
resignation. Mayo felt that the experiments with lighting and with rest periods
had shown that under certain psychological conditions, informal work groups
could actually become a very positive force for enhancing productivity. The key
was to provide the workers with a sense of dignity and a sense of being appreciated.
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This was to be done by selecting as supervisors men who were inherently
interested in and sensitive to people and t™- • ^P P , by training them to demonstrate a
continuing personal interest in each employee.
The scientific management views of Taylor and the human relations
perspective of Mayo confront one with contrasting styles of working with people
in organizations. Both men set out to clarify the determinants of productivity,
and each came up with an answer relevant for his time. Scientific management
imposed order from the top on the chaotic working conditions of the early 1900's
and initiated training programs for the inexperienced workmen of that time.
Human relations brought personal interest to the feelings of futility and passive
resignation among workers faced with the routinized tasks and orderly work
environments of the late 1920's. Bennis (1959/1960) summarized this contrast
in saying that scientific management concerned itself with "organizations without
people," whereas human relations has revolved around "people without organization. »
Scientific management viewed man as a being who "has interests in the
work sphere which focus on himself and to the extent possible
—motivated by
self-interest—he rationally pursues his goals." Human relations viewed man
as a being who "is predominantly influenced by work group norms, emotionally
based likes or dislikes toward superiors, and feelings of attachment toward or
detachment from his organization" (Tausky, 1970, p. 188). The leadership
response of the former was vertical [authoritarian], while the latter emphasized
horizontal [democratic] response. Each leadership style produced a different
group climate.
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leadership styles and group climate
Lewm, Lippitt, and White (1939) studied the relationship between these
leadership styles and the group climates they produced by exposing clubs of
eleven-year-old boys to these styles. The authoritarian leader determined all
policies, techniques, and activities and maintained his autonomy by remaining
aloof from the group except when demonstrating the next step in the activity. In
the democratically-led groups all policies were determined by group discussion
with the leader taking an active role. About 60 percent of all authoritarian leader
behavior consisted of orders, disruptive commands, and nonconstructive criticism
compared with only 5 percent for the democratic leaders. The democratic
leaders made more suggestions, stimulated self-guidance, and were more
jovial. The authoritarian leaders gave more social recognition through social
approval. The authoritarian groups were higher in productive quantity, but the
democratic groups were higher in productive quality. The democratic groups
were more cohesive and better able to carry on task activities in the absence of
the leader.
McGregor (1960) asserts that the differences in these two styles of
leader behavior are based on assumptions the leader makes about the source of
his power or authority and human nature. The authoritarian style of leader
behavior is based on the assumptions that the leader's power is derived from
the position he occupies and that humans are naturally lazy and unreliable;
McGregor called this "traditional view of direction and control, " Theory X .
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The democratic style assumes that the leader's power is granted by the group
he is to lead and that humans will exercise self-direction and self-control in the
service of objectives to which they are committed; McGregor referred to this
style as .Theory Y and saw its strength in its integration of individual and
organizational goals.
Fiedler (1967) summarizes these two leader orientations by indicating
the leader s alternatives: He can either take the responsibility for making
decisions and for directing the group members ("I make the plans and you carry
them out") or he can, to a greater or lesser extent, share the decision-making
and coordinating functions with the members of his group. "He can use the
proverbial stick or the equally proverbial carrot for motivating his members"
(p. 12). Leaders who choose the stick are following the aristocratic tradition and
have been variously labeled as autocratic, directive, initiating, production-
centered and task-oriented. Leaders who choose the carrot are following the
democratic way and have been variously labeled as equilitarian, permissive,
considerate, group-centered, and relationships oriented.
RETROSPECT AND PROSPECT
The conceptual and empirical research reviewed thus far have evidenced
either a vertical or a horizontal relationship styles in describing leadership.
The review has offered the series of contrasts summarized in Figure 1, (p. 29).
Vertical
Horizontal
hierarchical
coextensive
complementary
symmetrical
;
difference
equality
great man
s ituation
hero
environment
authority power
aristocratic democratic
domination freedom
Scientific Management Human Relations
authoritarian democratic
Theory X Theory Y
the stick the carrot
autocratic equalitarian
directive permissive
initiating considerate
production-cente re d group-centered
task oriented relationships oriented
Figure 1: Contrasting Styles of Leader Relationship
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Thus far, this reviewer has concent-ratourated on those conceptual formulations
that primarily describe the styles of leadership which emphasizes the "relation-
ships between the objects and between their attributes. " The next section will
concentrate on leadership studies which emphasize either of two levels of
"objects and their attributes. " namely, individual humans and their attributes
(i.e., personality "traits") and small groups and their attributes (i.e., group
"functions"). The latter will include reports on research in self-analytic groups,
work groups, encounter groups, and therapy groups. Following consideration of
these objects and their attributes, attention will be directed to the systems'
environment, namely, the situation in which these objects find themselves.
INDIVIDUAL LEADERS AND THEIR ATTRIBUTES: THE TRAIT APPROACH
In 19^8, W. H. Cowley (1928) wrote that "the approach to the study of
leadership has usually been and perhaps must always be through the study of
traits" (p„ 144). He was expressing the orientation of the earliest research on
leadership which sought to determine the physical, intellectual, and personality
traits of the leader (usually the person holding an office) as compared to the
follower. Cartwright and Zander (1968) report, for example, that leaders tend
to be bigger (but not too much bigger), brighter (but not too much brighter), and
more well-adjusted (but not too much more) than the rest of the group's members.
Leaders tend to give more information, ask for more information, and make
more frequent interpretations about the situation than do the rest of the members.
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In one early study, Tead (1929) listed the desirable characteristics of
a leader so as to distinguish the traits which conscious training can strengthen"
(p. 153). He included physical and nervous energy, enthusiasm, technical
knowledge, intelligence, imagination, knowledge of human nature, courage,
persistance, initiative, tact, patience, self-confidence, a sense of humor,
purposiveness, and positive affection for people. In a later study (Tead, 1935),
he added the qualities of faith, integrity and teaching skill. Barnard (1939)
stated that the significant traits that distinguished leaders from their followers
were physique, technical skill, perception, knowledge, memory, imagination,
determination, persistence, endurance, and courage. Henry(1948) identifies
additional characteristics such as adjustment, good appearance, need for
achievement, assertiveness, and fear of failure.
For many, the attempt to discover traits that distinguish leaders from
nonleaders has been disappointing. Bird (1940) reviewed over 106 studies and
found that only 6 percent of the "discovered" traits were common to four or more
investigators. Stogdill (1948) produced only slightly more encouraging results
when he reviewed 124 leadership studies and found "uniformly positive support
from 15 or more of the studies surveyed" for only the following generalizations
:
a. The average person who occupies a position of
leadership exceeds the average member of his
group in the following respects: (1) intelligence,
(2) scholarship, (3) dependability in exercising
responsibilities, (4) activity and social participation,
and (5) socio-economic status.
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b* The q^ities, characteristics, and skills required
in a leader are determined to a large extent by the
demands of the situation in which he is to function
as leader (p. 123) 0
Stogdill concluded that all the traits associated with leadership can be arranged
under the general headings of capacity, achievements, responsibility, participation,
and status. Furthermore, "a person does not become a leader by virtue of the
possession of some combination of traits, but the pattern of personal character-
istics of the leader must bear some relevant relationship to the characteristics,
activities, and goals of the followers" (p. 125).
Nevertheless, evidence persisted that personality factors contributed
to the maintenance of leadership status within the group. Bell and French (1950)
varied group membership in small discussion groups and found that "leadership
seems to be rather highly consistent despite the situational changes involved"
(p. 767). Cohen and Bennis (1962) found after systematically shifting the
communication networks of their groups that the sociometrically identified
leaders remained fairly constant. Mann (1959) reviewed the available literature
from 1900 through October, 1957, and discovered that over 500 different measures
of personality were used in these studies. He identified seven major personality
dimensions using factor analytic techniques: intelligence, adjustment, extro-
version, dominance, masculinity, interpersonal sensitivity, and conservatism.
He concluded that all but the last dimension bear a significant positive relation-
ship to leadership, and that conservatism is negatively related to leadership.
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GROUPS AND THEIR ATTRIBUTES: THE FUNCTIONAL APPROACH
With the functional approach, emphasis in research shifted from the
leader as a person to the study of the group and the kinds of behavior that are
necessary for a group to survive and attain its goals. In this context, leader-
ship is viewed as the performance of those essential acts - termed group functions
which help the group achieve its preferred outcomes. "More specifically,
leadership consists of such actions by group members as those which aid in
setting group goals, moving the group toward its goals, improving the quality
of the interactions among the members, building the cohesiveness of the group,
and making resources available to the group" (Cartwright and Zander, 1968,
p. 304).
Benne and Sheats (1948) identified two categories of functions to be
performed within a group in helping that group grow and work productively; they
called them "group task roles” and "group building and maintenance roles. "
They specified twelve task roles designed "to facilitate and coordinate group
effort in the selection and definition of a common problem and in the solution of
that problem. " In addition, they specified seven maintenance roles "designed
to alter or maintain the group way of working, to strengthen, regulate and
perpetuate the group as a group" (p. 43).
Bales and Slater (1955) observed that these two leadership functions
were naturally concentrated in two individuals --a task leader and a social-
emotional leader— in initially leaderless groups. Cartwright and Zander (1968)
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rooted these feeder functions in the survival needs of the group: (1) the achieve-
ment of some special group goal and (2) the maintenance or strengthening of the
group itself. These two categories formulate a fundamental taxonomy of group
leadership behavior:
1
. Goal achievement functions : Behavior that initiates
action, keeps members' attention on the goal, clarifies
the issue, develops a procedural plan, evaluates the
quality of work done, and makes expert information
available
„
2. Group maintenance functions : Behavior that keeps
interpersonal relations pleasant, arbitrates disputes,
provides encouragement, gives the minority a chance
to be heard, stimulates self-direction, and increases
the interdependence among members (p„ 306).
Most subsequent research on leadership has attempted to support and/
or refine these fundamental leadership functions. Bowers and Seashore (1966)
document this continuity of research by comparing the Cartwright and Zander
categories with those developed by other researchers in an effort to identify
the basic structure of what one may term "leadership. " They traced the
development of conceptual categories from the early Ohio State leadership
studies to their own proposed "four-factor theory of leadership", and pictured
their correspondence in a table reproduced herein as Figure 3 (p. 41). This sequence
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of studies will now be summarized in order to provide the substantive basis for
comparison.
At Ohio State, Hemphill and Coons (1957) factor-analyzed group mean
scores on the leader Behavior Description Questionnaire and obtained three
orthogonal factors:
!• Maintenance of membership character
. Behavior
of a leader which allows him to be considered a
"good fellow" by his subordinates; behavior
which is socially agreeable to group members.
3° Objective attainment behavior
. Behavior related
to the output of the group; for example, taking
positive action in establishing goals for objectives,
structuring group activities in such a way that
members may work toward an objective, or
serving as a representative of group accomplish-
ment in relation to outside groups, agencies,
forces
,
and so on.
3. Group interaction facilitation behavior
.
Behavior
that structures communication among group
members, encouraging pleasant group atmosphere,
and reducing conflicts among members (Bowers
and Seashore, 1966, p. 176).
Halpin and Winer (1957) adapted the Leader Behavior Description Questionnaire
to work with air-force crews and produced four orthogonal factors
:
1„ Consideration. Behavior indicative of friendship,
mutual trust, respect, and warmth.
2. Initiating structure . Behavior that organizes and
defines relationships or roles, and establishes
well-defined patterns of organization, channels
of communication, and ways of getting jobs done.
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Production emphasis. Behavior which makes
up a manner of motivating the group to greater
activity by emphasizing the mission or job to be
done.
4 * Sensitivity (social awareness)
. Sensitivity of the
leader to, and his awareness of, social inter-
relationships and pressures inside or outside the
group (Bowers and Seashore, 1966, p. 176).
Halpin and Winer dropped the third and fourth categories and reconceptualized
categories one and two as representing separate and dinstinct dimensions rather
than opposite poles of the same continuum. The results was the Ohio State
leadership quadrants pictured in Figure 2:
Figure
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Concurrent with the Ohio State studies was a simitar program of research
at the University of Michigan Survey Research Center. This program developed
two concepts called employee orientation and production orientation:
1. Employee orientation: behavior by a supervisor
which indicates that he feels that the human
relations aspect of the job is quite important
and that he considers the employees as human
beings of intrinsic importance, takes an
interest in them, and accepts their individuality
and personal needs.
2. Production orientation: behavior that emphasizes
production and the technical aspects of the job,
with employees as means for getting work done.
Katz and Kahn (1951) expanded this conceptual scheme into one with four
leadership dimensions:
Differentiation of supervisory role
.
Behavior by
a leader that reflects greater emphasis upon
activities of planning and performing specialized
skilled tasks; spending a greater proportion of
time in actual supervision, rather than per-
forming the men's own tasks himself or absorp-
tion in impersonal paperwork.
2. Closeness of supervision
.
Behavior that delegates
authority checks upon subordinates less frequently,
provides more general, less frequent instructions
about the work, makes greater allowance for
individuals to perform in their own ways and at
their own paces.
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3* Employee orientation
. Behavior that gives
major emphasis to a supportive personal relation-
ship, and that reflects a personal interest in
subordinates; being more understanding, less
punitive, easy to talk to, and willing to help
groom employees for advancement.
4. Group relationships
. Behavior by the leader
that results in group cohesiveness, pride by
subordinates in their work group, a feeling of
membership in the group, and mutual help on
the part of those subordinates (Bowers and
Seashore, 1966, p. 177).
In still another conceptualization combining theory with review of
empirical data, Kahn {1958) postulated four supervisory functions:
1. Providing direct need satisfaction
.
Behavior by
a leader, not conditional upon behavior of the
employee, which provides direct satisfaction of
the employee's ego and affiliative needs.
2. Structuring the path to goal attainment
.
Behavior
that cues subordinates toward filling personal
needs through attaining organizational goals.
3. Enabling goal achievement. Behavior that removes
barriers to goal achievement, such as eliminating
bottlenecks, or planning.
4. Modifying employee goals
.
Behavior that influences
the actual personal goals of subordinates in
organizationally useful directions (Bowers and
Seashore, 1966, pp. 177-178).
Mann (1965) translated supervisory functions into supervisory skills with his
trinitarian formulation:
1. Human relations skill . Ability and judgment
in working with and through people, including
knowledge of principles of human behavior,
interpersonal relations, and human motivation.
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Technical skill
. Ability to use knowledge,
methods, techniques, and equipment necessary
for the performance of specific tasks.
A
.dministrative skill. Ability to understand and
act according to the objectives of the total
organization, rather than only on the basis of
the goals and needs of one's own immediate
group. It includes planning, organizing the
work, assigning the right tasks to the right
people, inspecting, following up, and
coordinating the work (Bowers and Seashore,
1966, p. 178).
Likert (1961) identified five conditions for effective supervisory behavior:
!• Principle of supportive relations
.
The leadership
and other processes of the organization must be
such as to insure a maximum probability that in
his interactions and his relationships with the
organization, each member will, in the light of
his background, values, and expectations
,
view
the experience as supportive, and as one that
builds and maintains his sense of personal worth
and importance.
2. Group methods of supervision. Management will
make full use of the potential capacities of its
human resources only when each person in an
organization is a member of one or more effectively
functioning work groups that have a high degree of
group loyalty, effective skills of interaction, and
high performance goals.
3. High performance goals
.
If a high level of per-
formance is to be achieved, it appears to be
necessary for a supervisor to be employee-
centered, and at the same time to have high per-
formance goals and a contagious enthusiasm as
to the importance of achieving these goals.
4. Technical knowledge . The (effective) leader has
adequate competence to handle the technical
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problems faced by his group, or he sees that
access to this technical knowledge is fully
provided,,
5 * Coordinating, scheduling, planning. The leader
fully reflects and effectively represents the views,
goals, values, and decisions of his group in those
other groups where he is performing the function
of linking his group to the rest of the organization.
He brings to the group of which he is the leader
the views, goals, and decisions of those other
groups. In this way, he provides a linkage whereby
communication and the exercise of influence can
be performed in both directions (Bowers and
Seashore, 1966, p. 179).
Bowers and Seashore (1966) observed that much of the conceptual
content of the various research programs and writings was common to the
studies surveyed and they pictured this commonness in a table reproduced here
as Figure 3. They then summarized the basic structure of what one may term
"leadership" with the following four factors:
1. Support. Behavior that enhances someone else's
feeling of personal worth and importance.
2. Interaction facilitation. Behavior that encourages
members of the group to develop close, mutually
satisfying relationships.
3. Goal emphasis . Behavior that stimulates an
enthusiasm for meeting the group's goal or
achieving excellent performance.
4. Work facilitation. Behavior that helps achieve
goal attainment by such activities as scheduling,
coordinating, planning, and by providing resources
such as tools, materials, and technical knowledge,
(P. 179).
Correspondence
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Leadership
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These, then, are the attributes of a group-four kinds of behavior that must be
in work groups if they are to be effective.
GROUPS AND THEIR ATTRIBUTES: THE ENCOUNTER GROUP
Lieberman, Yalom and Miles (1973a) have developed a four-factor theory
analogous to that of Bowers and Seashore in their study of encounter group
leaders. The goal of their research design was ’’generating that sort of data
about leadership differences that would allow the development of an empirical
taxonomy of encounter leadership methodologies" (p. 226). They concluded
that:
Much of what the leaders do, as both participants and
observers see them, can be subsumed under four
basic functions: Emotional Stimulation, Caring,
Meaning-Attribution, and Executive Function. These
four dimensions may constitute an empirically
derived taxonomy for examining leadership in all
forms of groups aimed at personal change, be they
therapy or personal growth groups (pp. 233, 235).
These four functions refer to the following kinds of leader behavior:
1. Emotional Stimulation represents leader behavior
which emphasizes revealing feelings, challenging,
confrontation, revelation of personal values,
attitudes, beliefs, frequent participation as a
member in the group, exhortation, and drawing
attention to self. Stylistically, stimulation
represents the emphasis on the release of
emotions by demonstration—the leader becomes
a risk-taker, expressing the anger, warmth, or
the love by showing how it is to be done (p, 237).
43
2
-
garing involves protecting, offering friendship,
love, affection, and frequent invitations for
members to seek feedback as well as support,
praise, and encouragement. Stylistically, such
leaders express considerable warmth, acceptance
genuineness, and a real concern for other human
beings in the group (p. 238).
3
* Meaning-Attribution involves cognitizing behavior-
providing concepts for how to understand, explaining,
c rifying, interpreting, and providing frameworks
for how to change. Such leaders are perceived as
interpreters of reality, " attaching meaning to a
person or a group's behavior. They offer explana-
tions for consideration.
. . Meaning-Attribution
represents the naming function of leader behavior,
wherein the leader gives meaning to experiences
that members undergo. It refers to the translation
of feelings and behavior into ideas (p. 238).
4
- Executive Function is defined in terms of behaviors
such as limit-setting, suggesting or setting rules,
limits, norms, setting goals or directions of
movement, managingtime, sequencing, pacing,
stopping, blocking, interceding, as well as such
behaviors as inviting, eliciting, questioning,
suggesting procedures for the group or a person,
and dealing with decision-making.
. .
.The emphasis
is on prescriptive behavior in which the form and
type of actions are constructed by the leader (p. 239).
These four dimensions are basic in the sense that all leaders exhibited some
of the behavior encompassed in each dimension. Nevertheless, "the most
effective leadership style would be displayed by leaders who are moderate in
amount of Stimulation, high inCaring, utilize Meaning-Attribution, and are
moderate in use of Executive Functions" (p. 240).
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The four functions of Lieberman, Yalom, and Miles (1973) and the four
factors of Bowers and Seashore (1966) are remarkably similar, as demonstrated
by the comparison presented in Figure 4.
Lieberman, Yalom,
and Miles Bowers and Seashore
Cartwright and
Zander
Caring Support Group
Meaning-Attribution Interaction-Facilitation
Maintenance
Functions
Emotional Stimulation Goal Emphasis Goal
Achievement
Functions
Executive Function Work Facilitation
Figure 4: Comparison of Leadership Functions
Support and Caring both focus on the feelings and welfare of the other
person in such a way that that person's sense of well-being is enhanced.
-Inter-
action Facilitation and Meaning-Attribution are not an easy fit; nonetheless, the
former focuses on developing close, mutually satisfying relationships while the
latter focuses on developing sensible understanding of the experiencing of
relationships in the group; the latter often facilitates the former. Goal Emphasis
and Emotional Stimulation are similar in that the leader models enthusiasm and
goal fulfillment by doing what he wants done. Work Facilitation and Executive
45
Function both include the organizing functions of leadership. These dimensions,
then, whether phrased in the words of Bowers and Seashore or Lieberman,
Yalom and Miles, are essential to effective group functioning.
Bowers and Seashore do not limit the performance of these functions to
formally designated leaders. Rather, leadership may be provided by anyone in
a group for anyone else in that group. Therefore, leadership refers to that set
of actions or group functions performed, and a leader refers to each person who
performed them. When leadership functions are served by a variety of people,
leadership is said to be mutual or horizontal (i.e.
, distributed among group
members). When leadership functions are concentrated in one or two people,
leadership is said to be supervisory or vertical (i.e.
,
focused in one or two).
For example, a group's needs for support may be provided by a formally
designated leader, by members for each other, or both. Further, goals may
be emphasized by the formal leader, by members to each other, or both, and
similarly for work facilitation and interaction facilitation.
Every member can act to fulfill one or more group functions utilizing
their own unique behavioral repertoire because each group function can be
fulfilled by a great variety of behaviors. The decision as to which group
functions are needed at any given time and who among the members will
perform them with what behaviors is determined by situational factors such as
the nature of the group’s goals, the structure of the group, the attitudes or
needs of the members, and the expectations placed upon the group by its
external environment.
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SYSTEM ENVIRONMENT: THE SITUATIONAL APPROACH
The mam focus of the situational approach was the study of leaders
in different settings, defined especially in terms of different group tasks and
group structure. The researchers assumed that the traits and skills that
characterize a "good" leader will vary from group to group and from situation
to situation. Furthermore, temporary or situational leaders will emerge in
groups when necessary to meet the demands of the situation. Crockett (1955)
and Kahn (1956) confirmed the latter in reporting that when a designated leader
or foreman failed to provide the leadership functions he was supposed to per-
form, informal leaders performed them, so there would be a minimal loss in
group effectiveness.
There are a number of studies in the literature that support the notion
of situational leadership. For example, Burke (1964) discerned three different
patterns of leadership among navy enlisted men during wartime. In combat,
the officers were the effective leaders of the enlisted group. During periods
of rest and boredom, "jokesters" and entertainers occupied major leadership
roles. Finally, when the ships were returning to port the men with previous
shore contacts emerged as leaders. Dunkerly (1964) reported similar observa-
tions in studying leadership patterns among college women. House presidents
were superior to their peers in judgment, initiative and intellectual ability,
social leaders were superior in dress and appearance, and religious leaders
were judged "less neurotic" than their peers. Bass (1960) drew on cross-
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cultural studies to further support the importance of situational leadership
differences.
SYSTEMS AND ENVIRONMENT: THE LEADER EFFECTIVENESS APPROACH
Researchers and theoreticians have attended to different aspects of
the person/group system and its environment. The tendency of the late 1960's
and early 1970 s is to attach far greater significance to the interrelationship
among leader, followers, and situation. Hollander and Julian (1969) tell why:
Within the present era, characterized by a greater
sensitivity to the social processes of interaction
and exchange, it becomes clearer that the two
research emphases represented by the trait and
situational approaches afforded a far too glib view
of reality. Indeed, in a true sense, neither
approach ever represented its own philosophical
underpinning very well, and each resulted in a
caricature. The purpose here is to attempt a
rectification of the distortion that these traditions
represented, and to point up the increasing signs
of movement toward a fuller analysis of leadership
as a social influence process, and not as a fixed
state of being (p. 388).
Thus, attention is now focused on leader effectiveness, i.e., the actual process
of leading, rather than personality or situation alone.
One of the earliest pictures of the inter-relationship among leader,
followers, and situation was offered by Tannenbaum and Schmidt (1958). In an
attempt to help leaders choose among alternate patterns of leadership behavior,
Tannenbaum and Schmidt presented the continuum of leader behavior pictured
in Figure 5. Three polarities are portrayed as choice points in diagnosing the
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to function
within limits
defined by
superior
(Hersey and Blanchard, 1972, p, 71)
leadership situation. One contrasts leadership on the basis of source of
authority: authoritarian leaders are role occupants who are supported by
forces outside the group, whereas democratic leaders gain their power from
the group, A second contrast is between the authority of the leader and the
freedom of the group, A third is that previously discussed between task
orientation and relationships orientation. Given these contrasts, a range of
behaviors are suggested which tread the "balance beam" which integrates these
contrasts. At the extreme left of the range, the emphasis is on the leader on
what he is interested in, how he sees things, how he feels about them. As one
moves toward the subordinate-centered end of the continuum, however, the
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focus is increasingly on the suborindates-on what they are interested in, how
they look at things, how they feel about them. Effectiveness involves choosing
responses appropriate to the interrelationship among leader, suborindates
,
and situation.
Another blending of the trait and situational approaches is presented by
the work of Fiedler (1967). His essential point is that the leader’s effectiveness
in the group depends upon the structural properties of the group and the situation,
including interpersonal perceptions of both leader and led. He finds, for
example, that the willingness of group members to be influenced by the leader is
conditioned by leader characteristics, but that the quality and direction of this
influence is contingent on the group relations and task structure.
Fiedler's theory is based on the assumption that each individual has a
predominent orientation that is rooted in the structure of his personality: a
task leader gains satisfaction from performing the task, while a relationships
leader gains satisfaction by attaining a position of prominence and achieving
good interpersonal relations. A person's leadership style, then, reflects the
individual's basic motivational and need structure. Fiedler feels that it is
easier to change a person's work environment than to change his core values
(i. e.
,
his personality). Therefore, it is important to fit work group situations
to predominent leader orientations in order to maximize leader effectiveness.
It is also important to train leaders to identify in which situations, given their
personal style, they can perform well and in which they are likely to fail.
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Fiedler’s research shows that a task-oriented leadership style is more
effective in group situations which are either very favorable for the leader or
very unfavorable for the leader—those situations in which he has a great deal
of influence and power, and those situations in which he has no influence and
power over the group members. On the other hand, a relationship-oriented
leadership style is more effective in situations which are intermediate in
favorableness mixed situations where the leader has only moderate influence
over the group. These conclusions are summarized in Figure 6.
Task-oriented style Relationships-oriented
considerate style
Task-oriented style
Favorable leadership
situation
Situation intermediate
in favorableness for
leader
Unfavorable leadership
situation
Figure
6 :
Leadership styles appropriate for
various group situations.
(Hersey and Blanchard, 1972, p. 81)
Since group effectiveness is contingent upon the relationship between leader-
ship style and the degree to which the group situation enables the leader to
exert influence, effectiveness can be improved by fitting the situation to the
leader's style. Fiedler suggests such things as changing the leader’s position
power in either direction, giving the leader either explicit task instructions
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or a vague and nebulous goal, and changing leader-member relations by either
mixing or homogenizing the work group. "It is to an organization’s advantage
to design jobs to fit leaders instead of attempting merely to fit a leader to the
job" (Fiedler, 1969).
Both Fiedler and Tannenbaum and Schmidt worked with two-dimensional
models of leadership effectiveness. Blake and Mouton (1969) adapted the four
dimensional Ohio State leadership quadrants pictures in Figure 1 (p. 29) to their
own purposes. They created a "managerial grid" consisting of a nine point
horizontal axis representing concern for production and a nine point vertical
axis representing concern for people. The Grid enables people to comprehend
how concern for production and concern for people interact. Each point of
intersection on the Grid represents a potential managerial theory or attitude
about how to get results through people. Five of the possible attitudinal styles
are described, one in each of the four corners and one in the center of the Grid;
they are pictured in Figure 7. The upper right hand corner, the 9. 9 position,
denotes high concern for production united with high concern for people. A
person who manages with this attitude stresses fact-finding as the key to
solving problems. A team of persons working together in a 9. 9 manner "know
that they have a common stake in the outcome of their endeavors. " Blake and
Mouton (1969) claim that "the single most significant premise on which Grid
Organization Development rests is that the 9. 9 way of doing business is
acknowledged universally by managers as the soundest way to manage to
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achieve excellence" (p„ 62). Their strategy, then, is to train whole organizations
to think the 9. 9 way.
Hersey and Blanchard (1972) emphasize behavior rather than attitude
and define leader personality or style as "the behavior pattern [the leader]
exhibits when he is involved in directing the activities of others" (p„ 82). They
also utilize the Ohio State leadership quadrants with a slight change in terminology,
as pictured in Figure 8.
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(Hersey and Blanchard, 1972, p„ 82)
They assert that effective leaders exhibit various combinations of the two
fundamental leadership behaviors as they respond to changing situations. They
define the behavioral categories as follows:
Task Behavior - The extent to which a leader is
likely to organize and define the roles of the
members of his group (followers); to explain
what activities each is to do and when, where,
and how tasks are to be accomplished;
characterized by endeavoring to establish
well-defined patterns of organization, channels
—V of communication, and ways of getting jobs
accomplished.
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Relationship Behavior - The extent to which a
leader is likely to maintain personal relationships
between himself and the members of his group
(followers) by opening up channels of communication
delegating responsibility, giving subordinates an
opportunity to use their potential; characterized
by socioemotional support, friendship and mutual
trust (He rsey and Blanchard, 1972, pp„ 82-83;.
These two behavioral patterns interact to produce the four alternative leader
responses pictured in Figure 8.
Appropriate leader response is identified by an effectiveness dimension
which demonstrates that different leadership situations require different leader
styles. Effective leaders are those who can vary their behavior to different
situations. Such style adaptability demands effective diagnosis of the group
and its working environment together with a schema of what style fits best with
what situation. Hersey and Blanchard (1972) combine diagnosis and prescription
in their "life cycle theory of leadership" pictured in Figure 9:
Figure
9:
Leadership.
EFFECTIVE STYLES
(Hersey and Blanchard, 1972, p. 135)
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Life cycle theory is based on a curvilinear relationship between task behavior,
relationship behavior, and maturity.
According to Life Cycle Theory, as the level of
maturity of one's followers continues to increase,
appropriate leader behavior not only requires
less and less structure (task) while increasing
consideration but should eventually entail
decreases insocioemotional support (relation-
ships).
. . . Beginning with structured task
behavior, which is appropriate for working with
immature people, Life Cycle Theory suggests
that leader behavior should move through
(1) high task-low relationships behavior to
(2) high task-high relationships and (3) high
relationships -low task behaviors to (4) low
task-low relationships behavior, if one's
followers progress from immaturity to maturity
(pp. 134-135).
One varies one's style to meet the contingencies that emerge in response to
changes in maturity and s ituation.
SYSTEMS AND ENVIRONMENT: THE CENTRAL PERSON
From the psychoanalytic viewpoint, the leader is the focus for the
behavior of group members. Freud (1922) theorized that social groups activate
within each of their members unresolved wishes, hopes, and fears originally
stimulated within the primary group of the family. Each group member projects
onto the other group members and particularly on the group leader these un-
conscious and unresolved primary group feelings, thereby creating a powerful
emotional relationship with them. Because he is unable to cope with these
unresolved thoughts and feelings, each member acts as if his motives were
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being elicited by another member of the group rather than festering within
himself.
Redl (1942) expanded Freud's views by developing a typology of leader-
ship experiences based on different kinds of emotional relationship. He intro-
duced the concept of the "central person" and distinguished ten different kinds
of emotional relationships between the central person and other group members.
Redl used the term "leader" for only one type of relation, namely, that relation-
ship which was characterized by love of the members for the central person,
leading to incorporation of the personality of the central person in the ego ideal
of the followers because they wish to become the kind of person he is. Hare
(1962) has summarized Redl's formulations in the following manner (p. 295):
The Central Person as an object of identification
On the basis of love
Incorporation into conscience—Patriarchal sovereign
Incorporation into the ego ideal—Leader
On the basis of fear
Identification with the aggressor—Tyrant
The central person as the object of drives
As an object of love drives
—
[Idol]*
As an object of aggressive drives
—
[Scapegoat]
The central person as an ego support
Providing means for drive satisfaction—Organizer
Dissolving conflict situations throughguilt-
anxiety assuagement
Through the technique of the initiatory
act in the service of drive satisfaction—Seducer
and in the service of drive defense—Hero
Through the "infectiousness of the unconflicted
personality constellation over the conflicted
one" in the service of drive satisfaction—Bad influence
and in the service of drive defense—Good example
*Since Redl did not name the object of love or aggressive drives, the
names "idol" and "scapegoat" have been added.
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SYSTEMS AND ENVIRONMENT: THE TAVISTOCK APPROACH
Miller and Rice (1967) have wedded psychoanalytic formulations with
systems theory in conceptualizing the Tavistock approach. "Within our conceptual
framework, the individual, the small group, and the larger group are seen as
progressively more complex manifestations of a basic structural principle.
Each can be described in terms of an internal world, an external environment,
and a boundary function which controls transactions between what is inside and
what is outside" (p. 15). Therefore, "the individual is a creature of a group,
the group of the individual" (p. 17). Observations about an individual’s
functioning are generalizable to the group and vice versa.
Bion (1961) supplies the psychodynamic perspective in his adaption of
the thinking of Freud and Melanie Klein to the group environment. For example,
... in his contact with the complexities of life in
a group the adult resorts, in what may be a massive
regression, to mechanisms. . . typical of the
earliest phases of mental life. The adult must
establish contact with the emotional life of the group
in which he lives ; this task would appear to be as
formidable to the adult as the relationship with the
breast appears to be to the infant, and the failure to
meet the demands of this task is revealed in his
regression. The belief that a group exists, as
distinct from an aggregate of individuals, is an
essential part of this regression, and are also the
characteristics with which the supposed group is
endowed by the individual. Substance is given to
the phantasy that the group exists by the feet that
the regression involves the individual in a loss of his
’individual distinctiveness,' indistinguishable from
depersonalization, and therefore obscures observation
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that the aggregation is of individuals. It follows
that if the observer judges a group to be in existence,
the individuals composing it must have experienced
this regression. Conversely, should the individuals
composing a 'group' (using that word to mean an
aggregation of individuals all in the same state of
regression) for some reason or other become
threatened by their awareness of their individual
distinctiveness, then the group is in the emotional
state known as panic
,
(pp. 141-142).
Each person, then, when entering a group, feces a conflict between his inclina-
tion to merge with the group and his desire to claim his freedom and function
autonomously within it. He also faces a conflict between his need to maintain
his view of the group as a source of security and his recognition that the group
stimulates anxiety and frustration within him. These conflicts drive him to
regression and fantasy.
Every group, says Bion, meets to do something and each person
cooperates according to his capacities. Thus, the overt aims of this doing
(i. e.
,
work) are often in conflict with latent purposes that appear to be shared
unwittingly (through regression) by the group membership. This conflict takes
the form of two cultures: the work group and the basic assumption group. The
work group functions purposefully and effectively in achieving the primary task.
But the basic assumption group appears to be less reality-oriented, seeks
instantaneous satisfaction, and is characterized by the impulsive expression
of uncritical fantasy. This behavior reflects a shared, unverbalized, yet
tacitly accepted assumption which motivates the group and establishes its
emotional climate.
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Bion identifies three basic assumptions: dependency, fight
-flight and
pairing. The dependency group behaves as if the group’s purpose is to obtain
protection, comfort, and nurturance from a leader whom it has endowed with
god-like qualities of wisdom, knowledge and power. The fight-flight group
acts as if its aim is to preserve itself. The pairing group behaves as if its
purpose is to produce a new leader or savior. Thus the basic assumption group
represents an attempt to escape from reality into group—shared assumptions
and regressive affective states. But the work group is concerned with reality,
exposing inappropriate ego-functioning and attempting to uncover the source
of such disturbances. Repeated confrontation and interpretation are Bion's
primary change mechanisms predicated on the assumption that when an individual
is confronted with reality such contact compels regard for truth, and the work
group culture is reinstated.
The internal world of a group is made up, then, first of the contribution
of its members to its purpose and, second, of the feelings and attitudes the
members develop about each other and about the group, both internally and in
relation to the environment. "At the level of task performance, members take
part as rational mature human beings; at the level of assumptions they make
about each other and the group, they go into collusion with each other to support
or hinder what they have met to do. The resulting pattern is one of cooperation
and conflict between the members as individuals and between them and the
group culture they produce" (Miller and Rice, 1967, p„ 18). These dimensions
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are illustrated in Figure 10.
Figure
10 ;
The two wels of the internal world ofthe group
/' \
s''*)
(Miller and Rice, 1967, p. 19)
Whether a group is large or small, leadership, the equivalent of the
ego function of the personality, is required to relate what is inside the group
to its environment; that is, leadership of the group, like the ego of the individual,
is a boundary function that controls transactions between inside and outside—
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between fantasy and reality. Leadership is not a function necessarily or even
usually exercised by one individual; at various times and in different circum-
stances various members may act on behalf of the group. "In our terminology,
therefore, it is activities that define leadership, not the verbal designation of
someone as 'the leader'. " Wherever they are located and whoever performs
them, "leadership activities express and confirm the distinctive identity of the
group as against other groups, and differentiate between membership and non-
membership" (Miller and Rice, 1967, p. 20).
SUMMARY AND CONCLUSIONS
This review of the literature on leadership has attempted to
demonstrate that leadership has been variously defined according to the function
attended to. Early studies concentrated on relational style and variously
repeated the vertical/horizontal dimensions pictured in Figure 1 (p. 29). Later
studies concentrated on two sets of "objects and their attributes, " namely,
individual humans and their personality traits, and small groups and their
leadership functions. Mann (1959) summarized the former by declaring that
intelligence, adjustment, extroversion, dominance, masculinity and interpersonal
sensitivity were all assets for an aspiring leader. Bowers and Seashore (1966)
summarized the latter, identifying support, interaction facilitation, goal emphasis,
and work facilitation as essential for group effectiveness. Attention shifted to
the systems' environment (i. e.
,
that of both individual and group) in an attempt
to account for the varying demands for leadership imposed by the situation.
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Research findings substantiated the content™ that who became a ieader depended
in some degree upon the nature of the task.
Recent studies recognize that the trait and situational approaches
merely emphasize parts of a process which are by no means separable, namely,
the Erocess of leadership. Several theorists, Hersey and Blanchard among them,
have attempted to provide theoretical guidelines for 'When to do what" in order
to maximize effectiveness. Others, like Miller and Rice, have developed a
systems view of groups and organizations which identifies leadership with
boundary control. The latter has great promise for the future.
It is, therefore, increasingly evident that the interrelationship
between the leader, the followers, and the situation is of great significance.
Each has been studied in its turn as component parts of the system and its
environment, but the actual influencing process itself is still something of a
mystery. Hollander and Julian (1969), after reviewing the literature on leader-
ship, call for further exploration:
There is a need to consider the two-way nature of
the influence process, with greater attention paid
to the expectations of followers within the system.
As reiterated here, the key to an understanding of
leadership rests in seeing it as an influence
process, involving an implicit exchange relation-
ship over time. No less important as a general
point is the need for a greater recognition of the
system represented by the group and its enterprise.
By adopting a systems approach, the leader, the
led, and the situation defined broadly, are seen as
interdependent inputs variously engaged toward the
production of desired outputs (pp. 171-172).
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The two-way nature of the influence process needs to be explored in order to
better describe what each actually does to influence the other. For this purpose
a meta-language of communication is needed, and that is what chapter three will
attempt to explore.
CHAPTER III
MIRRORS FOR BEHAVIOR:
A REVIEW OF INSTRUMENTS FOR THE OBSERVATION OF SMALL
GROUP INTERACTION
In order to study the process of human interaction, one needs a meta-
language of communication such as, for example, the Ivey Taxonomy. "It is
our hypothesis," write Simon and Boyer (1970), "that the lack of such meta-
languages has crippled the ability to transmit information about effective teaching,
counseling, supervising and other helping or change-agentry behaviors to novices
and others who want to improve their communication skills" (p. 1.). it is only
recently that concerted attention has been given to the problem of explicitly
describing the process of behaving while that process is taking place.
Within the past few decades, several relatively efficient observation
systems have been constructed for the recording of many kinds of interactive
behavior. These meta-languages are used to capture a record of the process of
on-going verbal interaction while that process is taking place. They cover a
wide range of phenomena including cognitive processes, affective processes,
non-verbal behaviors, activities, interactions with materials, and sociological
phenomena such as who is doing what to whom with what reaction. The primary
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purpose of this chapter is to select, review and evaluate the observation systems
most relevant to small group interaction.
THE META
-LANGUAGE OF COMMUNICATION: AN INTRODUCTION
Optimally, observation systems represent sets of mutually exclusive,
all-inclusive behaviors; that is, "each observation system ideally has a category
which represents every behavior that is observed, and each behavior fits into
only one category" (Simon and Boyer, 1970, p 0 6). In practice, however, the
systems generally fall short of this ideal in two ways: a category for every
behavior observed is not available so that most systems have some sort of
miscellaneous category to pick up the unratables; and, many behaviors often
seem to fall into two or more categories of the system, resulting in the necessity
of long training periods for observers and considerably less than 100 per cent
reliability between coders using the system.
Therefore, one must choose between development of a very sophisticated
system with a large number of categories that provides for fine distinctions and
thus elicits much information about what is happening, and a system with few
categories which allows only gross distinctions but is easier to learn to use.
For example, a system with just two categories, "someone talking" and "no one
talking'will be reliable, easy to learn, and will provide less information than
one which divides the "talking" into types and the "non-talking" into activities
occurring. Most systems rest between these two extremes. "Their authors
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select categories of conceptual importance to them, group them together along
some theoretical dimension, and either code the behaviors which do not fit in
a miscellaneous category or train observers to fit them into one of the existing
categories by providing ground rules about them" (Simon and Boyer, 1970, p. 6).
The result is that learning to use an observation system is a time-
consuming process for a potential user. One must understand the concept of
meta-language and use specific meta-lingual systems in order to develop
observation skill. One can then expand that skill by creating one's own concise
four or five category system for recording some specific type of data. In fact,
Simon and Boyer (1970) report that many who start by using an already available
instrument for behavioral research soon invent their own system or modify the
system first learned.
Effective use of an observation instrument includes making it one's
own by living within its boundaries. Nonetheless, it is but a provisional view cf
the process itself. The problem, as articulated by Rubem A. Alves (1973), ' is
not that it has to start from acts of faith but rather the presumption that our
hypotheses are faithful copies of reality. When a theory ceases to be a
provisional tool for a provisional understanding of an elusive reality it becomes
metaphysics" (p. 17). Effective use of an observation instrument, then,
eventually includes a knowledge of its limitations and its relativity.
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CLASSES OF CATEGORY FOCUS
The number of category systems available is increasing geometrically
and the trend is toward shorter, easy-to-use systems. Simon and Boyer (1970)
have identified eight classes of category focus usually included in observation
systems
:
affective - the emotional component of communication
(i. e„, feelings)
cognitive - the intellectual component (i. e.
,
ideas)
psychomotor or location - the non-verbal component
activity - the action component (i. e.
,
what people are doing)
content - what is being talked about
sociological structure - role designations, who speaks to
whom, etc.
physical environment - the physical space in which the
observation takes place, including materials and equipment
being used.
miscellaneous categories - nonratable behaviors or unique
constructs (pp. 7-14).
Some of these classes overlap a bit because they are attempting to classify
simultaneous attributes of the human interaction system and its environment.
For example, every statement carries both an information message and an
emotional message which in reality are inseparable; the categories used to
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describe each statement are therefore differentiating the same behavior into
two or more distinct constructs,
DATA COLLECTION AND CODING METHODS
The majority of systems use specific predetermined categories as
the unit which is coded. These coding units consist of messages, topics,
utterances, and/or time span; that is, rating proceeds sentence by sentence,
topic by topic, utterance by utterance, minute by minute, or some combination
of these units. These units contain the information that is to be coded. That
information is elicited by live observation, or by posthoc observation of video-
tapes, audiotapes and/or typescripts by one or more trained raters. The
information is recorded on an observation instrument which "captures" the
process of interaction occurring. This information is then translated into
systematic descriptions of the relationships among the categories of the system.
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REQUIREMENTS FORA META-LANGUAGE OF COMMUNICATIONS
Observations instruments are usually created for a purpose: they are
designed to help one "see" what one might otherwise overlook. In that sense,
they help an observer to select from the environment observed, certain figures
that are considered important for some reason. They also help the observer
ignore phenomena in that same environment by neglecting to include these
phenomena among what is considered "important. " Their forms impose pre-
determined perceptual choices upon us by positing certain modes of observation
and interpretation which project some potential meanings into the raw material
of experience while ignoring others.
Even meta-language systems are subject to the same limitations as the
languages about which they comment. All language, including meta-linguistic
instruments for the observation of human communication, functions as a guide
to social reality which powerfully conditions all one's thinking about social
problems and processes. Sapir (1966) described this effect with the following:
Human beings do not live in a world alone, nor alone
in the world of social activity as ordinarily under-
stood, but are very much at the mercy of the particular
language which has become the medium of expression
for the society. It is quite an illusion to imagine that
one adjusts to reality essentially without the use of
language and that language is merely an incidental means
of solving specific problems of communication or
reflection. The fact of the matter is that the "real
world" is to a large extent unconsciously built up on
the language habits of the group. No two languages are
ever sufficiently similar to be considered as representing
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the same social reality. The worlds in which different
societies live are distinct worlds, not merely the
same world with different labels attached.
We see and hear and otherwise experience very
largely as we do because the language habits of
our community predispose certain choices of
interpretation (p. 69).
Both language and meta-language inventory the particular configuration of
reality posited by a particular community, whether it be social or scientific.
Therefore, one requirement for a meta -language is that its purposes
and its community of support be clearly stated so that one can better understand
both its possibilities and its limitations. Usually this is accomplished by the
designer’s theoretical formulations which attempt to justify the definitions of
reality which are operationalized by the choice of what to observe. This first
requirement will be identified as the need for purposefulness.
Secondly, a meta -language must help one see what it says is there where
one is looking, that is, it must be able to do what it says it can do. For
example, if a particular observation instrument is designed to focus on two-
person inter-action and it does so, then it is effective within its stated limitations
even though it may not enable one to "see" the mutual reciprocity of trans-
actional communication. This second requirement is for efficacy.
The next three requirements for a meta-language of communication
are drawn from the work of Simon and Boyer (1970):
It must be descriptive as opposed to evaluative, and
although it can be used to analyze emotional or
evaluative situations, the language itself must be
descriptive of the values or feelings being
discussed,
. . .
The language must deal with what can be categorized
or measured, and,
. . ,
It must deal with small bits of action or behavior
rather than with global concepts (p, 1).
These will be the third, fourth, and fifth requirements and will be designated
the descriptive
,
the operational
,
and the behavioral requirements.
Finally, a meta-language of communication must be relevant for
facilitating the communicants understanding of themselves as persons -
communicating-with-other-persons. It must offer them a language which they
can use to gain understanding of their own patterns of self-action, inter-action
and/or trans-action, to accurately anticipate consequences of their behavior,
and to develop effective intentionality. This is the requirement for teachability.
To the extent that a meta-language meets these six requirements,
that meta-language will be considered efficacious in purposefully describing
identifiable units of behavior with minimal distortion and facilitating accurate
anticipation and effective intentionality,
RETROSPECT AND PROSPECT
Six requirements for a meta-language of communication have been
stated and components essential to the construction of such a language have
been described, A number of classification systems will now be reviewed in
order to discern both the potency and the limitations of these various systems.
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The systems to be reviewed are those which have been primarily used in the
observation of small group interaction for specified purposes. These systems
include Argyris (1965). Bales (1950, 1970), Benne and Sheats (1948), Carter,
et. al (1951), Flanders (1970), Hill (1965), Lieberman, Yalom and Miles (1973a)
and Wile (1972). other systems touched on briefly include Borgatta and
Crowther (1965), Carkhuff (1969), CEKLI (Simon and Boyer, 1970), Dyer (1969),
and Mills (1964).
THE ARGYRIS SYSTEM
Argyris (1965) developed a category system which focuses on dimensions
of interpersonal competence in industrial settings. He defines interpersonal
competence as "the individual's ability to produce intended effects in such a way
that he can continue to do so" (p. 4).
The higher the interpersonal competence of the
individual, the greater is:
1. The awareness of relevant problems (relevant
problems are those that have effects).
2. The ability to solve problems in such a way
that they remain solved.
3. The probability that the problem-solving
process involved has not been harmed or
negatively influenced.
. . .
The lower the interpersonal competence, the
less the probability that the individuals involved
(1) will be aware of the relevant problems,
(2) will solve them effectively, and (3) will not
harm the problem-solving process. If individuals
with relatively low interpersonal competence are
aware of relevant problems, they should not be
able to solve them; or if they are able to solve
them, they should do so at a cost to the problem-
solving processes involved (p. 4).
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Argyris pictures his theory on a vertical high/low, plus/minus
continuum whose midpoint is zero. The variables above the line are hypothesized
to facilitate while the factors below the line are hypothesized to inhibit inter-
personal competence. The results are presented in Figure 11.
(Plus)
Individual Interpersonal Norms 2ts, Outputs
experiment i f help others to trust i f Q
experiment i f s
open i f help others to concern i f t § Increased
be open i f 5v» competence
ovtoning i f help others to individuality 1 t *
own i f <S
Zero
not owning i f not help others conformity i f
to own i f
not open i f not help others antagonism i f Decreased
to be open i f competence
reject ex- not help others mistrust i f r!
perimenting i f experiment i f Q
(Minus)
Figure 11: The Argyris Continuum of Interpersonal Competence
The Argyris system collects data about both individual behaviors and
norms. Categories include those of "owning" (taking responsibility for), being
open" (sharing information), and "experimenting" (or risking). The system is
scored from recordings of group meetings and has been used in observing
industrial problem-solving and T -groups both for collecting research data
about interpersonal interactions and for training in changing existing patterns
of communication. Interobserver reliability was good originally (over 90 per-
cent); their training followed a step-by-step procedure of rating a scoring
unit
(either a category change or speaker change) independently, comparing scores,
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and discussing disagreements through to consensus agreement before beginning
another scoring unit. The categories used in the Argyris System are listed in
Figure 12 (pp. 75- 77). Argyris used his category system to assess the inter-
personal competence in six companies, studying 265 decision-making meetings
and rating nearly 10,000 units of behavior (Argyris, 1966). The accumulated
data enabled him to assess the working climate, identify "interpersonal barriers
to decision-making" and make suggestions for improving interpersonal
competence.
The Argyris category system holds up well when evaluated in terms of
the six requirements established earlier in this chapter. Argyris created the
category system to test out his theories about interpersonal competence at the
executive and managerial levels in business and industry, and to gather diagnostic
data for use in his consulting work with them; the system is therefore purposeful
.
It is wedded to an explicit value framework that views interpersonal competence
as desirable for greater effectiveness on the job. Therefore, the language of
the system tends to be more evaluative (e. g. , owning/not owning, helping others /
not helping others) than descriptive. The system is operational in that its
categories are clear and specific behaviors are rated effectively. It has been
used to help executives and managers facilitate the development of their own
interpersonal competence so it is teachable
.
As a system, then, it is efficacious
in evaluating interpersonal competence in problem-solving groups in work
organizations; that is also its major limitation.
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Figure 12:
CATEGORIES FOR
THE ARGYRIS SYSTEM
Chris Argyris
*
i
LEVEL I: INDIVIDUAL
1 . Owning Up To (i or f) :’;
The first category refers to the behavior of the individual being aware of and
accepting responsibility for the behavior that he manifests. The individual
is able to identify his behavior, communicate it, and accept ownership of it.
2. Not Owning Up To (i or f)
Being unable or unwilling to be aware of, identify, and own up to one's behav-
ior.
3. Ope nness (i or f)
Behavior that enlarges the individual's scope, or pushes back his boundaries
of awareness and responsibility. The individual permits and encourages the
reception of new information.
4. Not Open (i or f)
The behavior that constricts the individual's boundaries of awareness and
responsibility. The individual discourages the reception of new information.
5. Experimenting (i or f)
That behavior which represents some risk for the individual. The purpose of
the risk taking is to generate new information on the i or f level. The individ-
ual may be observed manipulating his internal or external environment in order
to create new information. The risk is evaluated in terms of the probability
that such explorations could upset the individual's self- acceptance
.
6. Rejecting Experimenting (i or f)
The behavior that prevents the system from taking risks.
The next six categories are the same as those above except that they focus on the
behavior that helps or does not help others to do the behaviors described above.
7. Helping Others to Own Up (i or f)
8. Not Helping Others to Own Up (i or f)
9. Helping Others to Be Open (i or f)
10. Not Helping Others to Be Open (i or f)
T-
'Behavior on the idea level is represented by (i) and on the feeling level by (f).
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2
1
_
Helping Others to Experiment (i or f)
2 2 , Not Helping Others to Experiment (i or f)
Facilitative
Zero
Non- Facilitative
INDIVIDUAL INTERPERSONAL
Experiment i f Help others to experiment i f
Open i f Help others to be open i f
Owning i f Help others to own i f
Not owning i f Not help others to own i f
Not open i f Not help others to be open i f
Reject experi-
menting i f
Not help others experiment i f
LEVEL H: NORMS
13.
Individuality (i or f)
The first norm includes that behavior that acts to induce the individuals to
express their ideas or feelings. The norm acts to influence the members to
protect and develop the uniqueness of the individual in a group or organization
14. Conformity (i or f)
That behavior that acts to inhibit individuals from expressing their ideas or
feelings. The norm acts to influence the members to help suppress the unique
ness of the individual in a group or organization.
15. Concern (i or f)
<
The behavior that acts to induce people to be concerned about others ideas
and feelings. The norm acts to influence the members to help protect and
develop the uniqueness of others' ideas and feelings in a group or
organization
16. Antagonism (i or f)
That behavior that acts to induce people to
and others' ideas and feelings. The norm
disintegrate the concerns for others' ideas
be considred as antagonism.)
reduce their concern about their
acts to influence the members to
and feelings. (Indifference would
17. Trust (i or f)
.That behavior that induces members to take
acts to influence the members to take risks
risks, to experiment. The norm
on the ideas and feelings levels.
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18 . Mistrust (i or f)
That behavior that restricts and inhibits members from taking risks and ex-
perimenting. The norm acts to influence the members to disintegrate risk
taking and experimenting.
NORMS
Facilitative T rust
Concern
Individuality
i f
i f
i f
Zero
Conformity i f
Antagonism i f
Non- Facilitative Mistrust i f
IMBALANCE SCORES
A situation of imbalance is one that calls for mutually incompatible actions
Examples of imbalance scores are:
Own i or f with any combination of Conform i or f, Antagonism i or f or
Mistrust i or f.
Open i or f with any combination of Conform i or f (etc. ).
Experiment i or f with any combination of Conform 1 or f (etc.).
Help Others Own i or f with any combination of Conform 1 or f (etc.).
Help Others Open i or f with any combination of Antagonism 1 or f
(etc ).
Help Others Experiment i or f with any combination of Mistrust
i or f (etc. ).
Not Own i or f with any combination of Individuality 1 or f. Concern
1 or
,
Trust i or f.
.
Not Open i or f with any combination of Concern 1 or t (etc. J.
Not Experiment i or f with any combination of Trust i or f (etc.).
(Excerpted from Simon and Boyer, 1970, pp. 31-3 to 31-5.)
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BALES' INTERACTION PROCESS ANALYSIS
Bales (1950) has developed and recently revised (Bales, 1970) a set of
categories for the observation of interaction process in a variety of small group
settings. Bales uses the term "process-analysis” to distinguish the method from
various modes of "content-analysis. " "The interaction categories do not classify
what is said, that is, the content of the message, but rather how the persons
communicate, that is, who does what to whom in the process (time order) of
their interaction" (Bales, 1970, p. 92).
The heart of the method of interaction process analysis is its way of
classifying behavior act by act, as it occurs in small face-to-face groups, and a
series of ways of analyzing the data to obtain indices descriptive of group process,
and derivatively, of factors influencing that process. The set of original
categories is listed in Figure 13 and the revised categories in Figure 14. The
twelve observation categories are numbered from the top down, but are arranged
in a series of complementary pairs proceeding from the center pair, 6 and 7,
outward. The phrases and terms within the numbered categories are only
catch-phrases designed to be concretely descriptive of the implied theoretical
content of the categories, which in turn is suggested by the lettered frames
of reference to which they are all related.
Figure 13:
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CATEGORIES FOR
INTERACTION PROCESS ANALYSIS SYSTEM
Robert F. Bales
A. SOCIAL- EMOTIONAL AREA: POSITIVE
B.
C.
D.
1
.
Shows solidarity
,
raises other's status, gives help, rewards. (f*)
2. Shows tension release , jokes, laughs, shows satisfaction. (c :': )
3. Agrees , shows passive acceptance, understands, concurs, complies.
TASK AREA: NEUTRAL ATTEMPTED ANSWERS
4. Gives suggestion , direction, implying autonomy for others, (c*)
5
.
Gives opinion , evaluation, analysis, expresses feeling, wish, (b*)
6 . Gives orientation, information, repeats, clarifies, confirms. (
a
:
'
:
)
TASK AREA: NEUTRAL QUESTIONS
7
.
Asks for orientation , information, repetition, confirmation, (a-)
g. Asks for opinion , evaluation, analysis, expression of feeling, (b
)
9 . Asks for suggestion , direction, possible ways of action, (c-)
SOCIAL-EMOTIONAL AREA: NEGATIVE
10. Disagrees , shows passive rejection, formality, withholds help,
(d-)
11 . Shows tension , asks for help, withdraws out of field, (e-)
12. Shows antagonism , deflates other’s status, defends or
asserts self.
(d*)
(f*)
*Key: a, problems of communication,
control, d, problems of decision, e,
problems of reintegration.
b, problems of evaluation, c,
problems if tension reduction,
problems of
and f,
(Excerpted from Simon and Boyer, 1970, p. 32-3.)
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Figure 14:
CATEGORIES FOR
INTERACTION PROCESS ANALYSIS REVISED SYSTEM
Robert F. Bales
A. SOCIAL- EMOTIONAL AREA: POSITIVE AND MIXED (RE)ACTION
1. Seems friendly, (f*)
2. Dramatizes, (e*)
3. Agrees, (d*)
B. TASK AREA: ATTEMPTED ANSWERS
4. Gives Suggestion, (c*)
5. Gives Opinion, (b*)
6. Gives Information, (a*)
C. TASK AREA: QUESTIONS
7. Asks for Information, (a*)
8. Asks for Opinion, (b*)
9. Asks for Suggestion, (c*)
D. SOCIAL- EMOTIONAL AREA: NEGATIVE AND MIXED (RE)ACTION
10. Disagrees, (d*)
11. Shows Tension, (e*)
12. Seems Unfriendly. (f*)
*Key: a, problems of information, b, problems of evaluation, c, problems of
control, d, problems of decision, e, problems of tension- management, and f
problems of integration.
(Excerpted from Simon and Boyer, 1970, p. 32-4.)
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Bales (1950) roots his twelve categories in the larger frame of a general
theory of action by assuming that:
All organized and at least partially cooperative
systems of human interaction, from the smallest
to the most inclusive, and of whatever concrete
variety, may be approached for scientific analysis
by abstracting from the events which go on within
them in such a way as to relate the consequences
of these events to a set of concepts formulating
what are hypothetically called "functional problems
of interaction systems. " For purposes of the
present set of categories we postulate six inter-
locking functional problems which are logically
applicable to any concrete type of interaction
system (p. 258).
As indicated in Figure 14 (i. e.
,
the revised set), these are problems of informa-
tion, evaluation, control, decision, tens ion-management, and integration.
These "common sense" terms, as Bales calls them, are all related
to an hypothetical conception of an over-arching problem-solving sequence of
interaction between two or more persons. "As a concrete first approximation we
may find it helpful to think of the functional problems as related in an order of
"stages" or "steps" in a problem-solving sequence, as their order suggests"
(p. 259). This sequence proceeds from an initial emphasis on asking for
information and orientation (i.e., deciding what the situation is like), through
problems of evaluation (i.e.
,
deciding what attitudes should be taken toward the
situation) and control (i.e.
,
deciding what to do about it), after which time the
social-emotional problems emerge with greater immediacy. The temporal order
of these phases follows in a rough way the logical order in which Bales has
arranged the categories in pairs from the center line outward, that is, as dealing
with problems of information, opinion, suggestion, and then in rapid order, a
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special emphasis on final decision, tension management and integration. "Each
of the major functional probiehis has been made into an implicit agenda topic"
(Bales, 1950, p. 261).
The Bales system has been used extensively in research and training
in a great variety of small groups and has produced an enormous quantity of
information both affirming and expanding its theoretical perspective. Using the
system requires extensive training to produce satisfactory observer reliability
because "much of the operation of scoring is intuitive and very close to common
sense" (Bales, 1970, p. 94). The coding units are based on either category change
or speaker change and a time sample, and scoring includes notation of who
speaks to whom.
Bales' interaction categories are purposeful in that they provide a
theoretically rooted and empirically verified description of sequential interaction
in small groups. Bales (1970) has recently "simplified" the names of his
categories in order to make them clearer as to what they are intended to
measure (the operational and behav ioral requirements). The system now inte-
grates small bits of action with a more global theory of three-dimensional space
in a remarkably coherent way. By conceiving of the group as a time-bound,
closed, equilibrated system, Bales has been able to identify patterns
of action
and reaction which both unbalance and re-balance the system and
to establish
efficacious predictions. Most groups, however, are not closed
systems, and
this is one limiting factor in Bales' formulations.
Nonetheless, Bales'
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categories can help one to identify "what’s happening" in the actions and reactions
of problem-solving groups and to learn a sense of appropriate timeliness as a
group participant (the teachable requirement).
THE FUNCTIONAL ROLES OF BENNE AND SHEATS
Benne and Sheats (1948) were among the first to identify "small bits
of action" which could be categorized and taught to group participants. These
"functional roles of group members" emerged from their involvement in group
training programs in the early days of laboratory education. They observed
that "effectiveness in the leader role is a matter of leader-member relationship"
(p. 42). Even the quality and amount of group production is the "responsibility"
of the group.
The setting of goals and the marshalling of resources
to move toward these goals is a group responsibility
in which all members of a mature group come variously
to share. The functions to be performed both in
building and maintaining group-centered activity and
in effective production by the group are primarily
member roles. Leadership functions can be defined
in terms of facilitating identification, acceptance,
development and allocation of these group-required
roles by the group (pp. 42-43).
Their conception of leadership is analogous to the Tavistock conception of the
leader as custodian of the group's boundaries and its allocation of resources.
Benne and Sheats organized member-roles into three broad groupings :
(1) Group task roles, which "facilitate and coordinate
group effort in the
selection and definition of a common problem and in the solution of that
proDlem '
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(2) Group building and maintenance roles which "are designed to alter or maintain
the group way of working, to strengthen, regulate, and perpetuate the group as
a group"; and (3) Individual roles whose purpose is "some individual goal which
is not relevant either to the group task or to the functioning of the group as a
group" (pp. 43-44). The specific skills identified within each of these groupings
is presented in Figure 14 in a form adopted for skill training purposes by Benne
and his associates at Boston University.
The group member skills were primarily developed for training purposes
and have been used widely in laboratory education programs. They are rooted
in a view of leadership as being the property of a group; leaders are, therefore,
those who perform group functions or see that they are performed. The
categories for the group roles are descriptive
,
but the individual role functions
carry evaluative labels (e.g.
,
aggressor, blocker, playboy) in order to emphasize
the value of group member roles. They overlap and are somewhat ambiguous in
their behavioral reference and are sometimes difficult to operationalize
.
None-
theless, they have been helpful as a primitive diagnostic tool in observing problem-
solving groups at work and as a learning tool in helping participants identify what
to do in a group"; their "common sense" base makes them readily teachable.
Their efficacy is limited, then, to listing behaviors vital to effective functioning
in a group and to helping members use these behaviors in facilitating their own
interaction in groups.
Figure 15:
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INSTRUCTIONS FOR SELF-DIAGNOSIS FUNCTIONS CHECK LIST
Listed below axe some of the more characteristic functions which are performed by
meabers of discussion groups, Consider each category, then check the columns which
apply to you.
SELF-DIAGNOSIS FUNCTIONS CHECK LIST
Function Functions Functions Functions I Functions
I take most I seldom would like I would
often take to take like to
practice
Task Functions
Initiating activity
Seeking Information
Seeking Opinion
Giving Information
Giving Opinion
Elaborating
Coordinating
*
Simsarizing
Testing Feasibility
£rnun Maintenance Function^
Encouraging
Gate Keeping
Standard Setting
Following
Expressing Group Feeling
Uak and Group Funotiona
Evaluating
diagnosing
lasting for Consensus
fediating
2®lieving Tension
(Excerpted from the Trainers' Manual of the Springfield Human Development
Center, Inc., p. 27.)
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THE CARTER CATEGORY SYSTEM
Carter and his associates (1951) developed a system of behavioral
categories about the same time as Bales and Benne and Sheats. Their system
was designed to quantitatively describe what leaders do in small face-to-face
laboratory groups. The categories, which are listed in Figure 16, rated both
verbal and non-verbal behavior. While groups worked, observers behind one-
way glass categorized each behavior as it occurred using a stenotype system of
interaction recording. Each observer was relieved by a colleague every thirty
minutes. Inter-observer agreement was 75 percent. After each session,
observers rated each group participant on fifteen personal traits and four group-
oriented traits in an effort to check the validity of their findings; the correlations
between trait ratings and category scores were all positive. These results
suggested that under ideal circumstances rating scales and category systems
deliver comparable data. The information produced was factor-analyzed to
create
a three-factor theory of leadership which indicated that leaders attend
to group
goal facilitation, individual prominence, and group sociability.
The purpose of the Carter Category System is primarily research
rather
than training. The categories are intended as descriptive,
although some words
like "rebelliousness" have an evaluative tone. They deal with
small bits of
behavioral activity, but confront the rater with such a
wide range of categories
to choose from that his or her task is very difficult (the
operational requirement)
Figure 16: The Carter Category System
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MAJOR CATEGORIES
I-19. Shows a personal feeling of
1. Aggressiveness or anger
2. Anxiety or insecurity
3. Attention or readiness
4. Confusion
5. Cooperativeness
6. Deference
7. Dissatisfaction
8. Formality or reserve
9. Friendliness
10. Negativism or rebelliousness
11. Satisfaction or accomplishment
12. Status (superior)
20-39. Proposes and initiates action
21. Calls for attention
22. Asks for information or facts
23. Diagnoses situation—makes interpre-
tation
24. Asks for expression of feeling or opin-
ion
25. Proposes course of action for self
26. Proposes course of action for others
27. Supports or gives information regard-
ing his proposal
28. Defends self (or his proposals) from
attack
29. Initiates action toward problem solv-
ing which is continued or followed
30. Supports proposal of another
31. Agrees or approves
32. Gives information
33. Gets insight
34. General discussion re task
35. Expression of opinion
40-49. Disagrees and argues—with a some-
what negative connotation
40. Disagrees or is skeptical
41. Argue, with others
42. Vigorously argues with others
- 43. Deflates others
44. Gives bald commands or prohibits (in
disagreeable fashion)
MINOR CATEGORIES
5°~59 ' Leader roles in carrying out action
50. Gives information on how to cany out
action
51. Praises, commends, rewards
52. Expresses a desire that something be
done
53. Asks for assistance for others
54. Asks for assistance for self
55. Integrates group behavior
60-69. Follower and "worker" roles in carry-
ing out action
60. Follows suggestions or directions
61. Offers to help or helps
62. Imitates others
63. Asks for permission
64. Collaborates with others
65. Answers questions
66. Performance of simple work unit
(group-oriented)
67. Performance of simple work unit—an
independent effort
68. Passively helps
70-79. Abortive or nonproductive behavior rc
problem
70. Initiates action which is not followed
or continued
71. Verbal interplay without outcome
72. Listens, but does not express self or
enter in
90-99. Miscellaneous
90. Stands around doing nothing
91. Engages in “out of field'’ activity
92. Engages in incidental conversation
while working
(Excerpted from Krech, Crutchfield, and Ballachey, 1962, p. 388
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as evidenced in only 75 percent inter-rater agreement. As a research instrument,
it offers little in the way of direct self-understanding to the group participant
(the teachable requirement). Nonetheless it was effective in organizing information
that contributed substantially to the theories about leadership in the 1950 's.
THE FLANDERS SYSTEM OF INTERACTION ANALYSIS
Flanders (1970) developed a teacher/pupil observation system as part
of his effort to "find teaching acts which are significantly and consistently
correlated with positive pupil attitudes and content achievement adjusted for
initial ability" (p. 6). The system, presented in Figure 17, contains ten
categories: seven are used when the teacher is talking, two are used when any
pupil is talking, and the last category is used to indicate silence or confusion.
So far as communication is concerned, these three
conditions, (a) teacher talk, (b) pupil talk, and
(c) silence or confusion, are said to exhaust all the
possibilities. Category systems which exhaust all
possibilities are totally inclusive of all possible
events, and since any event can be classified, a
totally inclusive system permits coding at a constant
rate throughout the observation. This is essential
whenever you wish to reach conclusions about the
proportion of time spent in one or more categories
(P. 33).
This system can be used live by an observer in the classroom who records his
observations at a steady tempo of about one tally every three seconds.
Figure 17:
CATEGORIES FOR
THE FLANDERS SYSTEM OF INTERACTION ANALYSIS
Ned A. Flanders
1.* ACCEPTS FEELING: accepts and clarifies the feclini: jon.i
of the students in a non-threatening manner. Feelings m tv
be positive or negative. Predicting or recalling feelings
are included.
2.* PRAISES OR ENCOURAGES: praises or encourages stu-
INDIRECT dent action or behavior. Jokes that release tension, not at
IN- the expense of another individual, nodding head or saying,
FLUENCE "um hm?" or "go on" are included.
2 .* ACCEPTS OR USES IDEAS OF STUDENT: clarifying,
building, or developing ideas suggested by a student. As a
teacher brings more of his own ideas into play, shift to
category five.
4.* ASKS QUESTIONS: asking a question about content or pro-
TEACHER cedure with the intent that a student answer.
TALK
5.* LECTURING: giving facts or opinions about content or pro-
cedure; expressing his own ideas, asking rhetorical ques-
tions.
DIRECT
IN-
6.* GIVING DIRECTIONS: directions, commands, or orders to
which a student is expected to comply.
FLUENCE
7. * CRITICIZING OR JUSTIFYING AUTHORITY: statements
intended to change student behavior from nonacceptable to
acceptable pattern; bawling someone out; stating why the
teacher is doing what he is doing; extreme self-reference.
8.* STUDENT TALK--RESPONSE: a student makes a predict-
able response to teacher. Teacher initiates the contact or
solicits student statement and sets limits to what the stu-
STUDENT
TALK
dent says.
9.* STUDENT TALK—INITIATION: talk by students which they
initiate. Unpredictable statements in response to teacher.
Shift from 8 to 9 as student introduces own ideas.
10.* SILENCE OR CONFUSION: pauses, short periods of si-
lence and periods of confusion in which communication
cannot be understood by the obseiver.
There is NO scale implied by these numbers,
designates a particular kind of communication event,
observation is to enumerate, not to judge a position on
Each number is classificatory, it
To write these numbers down during
a scale.
(Excerpted from Simon and Boyer, 1970, p. 5 3.)
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The major feature of the Flanders system lies in its analysis of initiative
and response as characteristic of interaction between two or more individuals.
"To initiate, in this context, means to make the first move, to lead, to begin,
to introduce an idea or concept for the first time, to express one's own will.
"
By contrast, "to respond means to take action after an initiation, to counter,
to amplify or react to ideas which have already been expressed, to conform or
even to comply to the will expressed by others" (p. 35). Flanders expects the
teacher» in most situations, to show more initiative than the pupils, as indicated
by the seven teacher categories. With this ten category system, an estimate of
the balance between initiative and response can be inferred from the percent
time of teacher talk, pupil talk, and silence or confusion.
The primary purpose of the Flander's System is observing teacher-
member interaction in classroom groups. Flanders has not used the system in
observing small group interaction; he seems to prefer Bales' categories for that
purpose (p. 246). Nonetheless, he suggests that a before and after classroom
sampling of teacher behavior can provide an index for the impact of small group
experience on a teacher's classroom style (p. 248). The system is effective in
quantitatively describing rather than evaluating, categorizing measurable behaviors
in small, manageable units, and demonstrating overall relationships in quantity
of talk time. It is teachable: Aspy (1972) has effectively used the Flanders
system together with the Carkhuff facilitative scales in developing a "technology
for humanizing education. " Flanders writes that classroom observers report
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"that they learned more about how the teacher influences classroom events
through extended systematic coding assignments than they learned in their
education courses" (p. 247).
THE HILL INTERACTION MATRIX
Hill (1965) developed an instrument for analyzing the content and process
of therapy groups in terms of content and work style. Content style refers to
what the group discusses and is defined specifically by four categories: topics,
group, personal, and relationship. Topics refer to current events; group refers
to "here and now" conversation about the group itself; personal refers to one
person's talk about his or her personal problems and personal history; relation-
ship refers to the "here and now" transactions that take place between members
and the relationships that are thereby formed and acted out. The first two are
considered topic centered and the latter two work centered, as indicated at the
top of Figure 18.
Work style is defined by five categories : responsive, conventional,
assertive, speculative, and confrontive. Responsive refers to frequent member
silence and perfunctory responding, usually at the prompting of the group leader;
conventional refers to social conversation like that at a cocktail party or
dormatory bull-session; assertive refers to talk about and/or acting out a
problem in order to get attention rather than help and therefore rejecting any
help offered; speculative refers to group functioning that proceeds in an intellectual,
controlled, and stereotyped manner dealing speculatively with member problems;
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Figure 18:
HILL INTERACTION MATRIX
CONTENT/STYLt
TOPIC CENTERED MEMBER CENTERED
_1
, ,
1
,
TOPICS GROUP PERSONAL RELATIONSHIP
I I I
I
p PRE-WORK
— WORK
1 A II A III A IV A
1 B
(D
II B
(2)
III B
(9)
IV B
(10)
1 C
(3)
II C
(4)
III C
(ID
IV C
(12)
1 D
(5)
II D
(6)
III D
(13)
IV D
(14)
1 E
(7)
II E
(8)
III E
(15)
IV E
(16)
RESPONSIVE
CONVENTIONAL
ASSERTIVE
SPECULATIVE
CONFRONTIVE
(Excerpted from Hill, 1973, p. lo3.)
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confronts refer, to emotionally-feden feedback concerning member behavior in
the group. The first three are considered prework and the last two are labeled
work by Hill.
The interaction of work-style and content style creates a twenty-unit
matrix that describes combinations of increasing therapeutic potential as the
numbers (from 1 to 16) increase. Each of the cells represents a particular type
of interaction pattern which a trained group facilitator can recognize and use as
a diagnostic tool assessing the group's level of functioning. The "HIM" has been
used in a variety of settings and extensive reliability, validity, and normative
studies are reported (Hill, 1965). One observer can make statement-by-statement
ratings of verbal interaction and/or the observer can use one of the HIM post-
meeting questionnaires.
The Hill Interaction Matrix purposefully organizes and describes in one
conceptual scheme sixteen different interaction styles and provides a ranking of
their therapeutic effectiveness. Its value orientation is clear although Hill (1973)
suggests that "one could subscribe to the validity of the categories without sub-
scribing to the notion that one category is superior to another in terms of
therapeutic effectiveness or growth potential. Also it would be possible to re-
arrange the value system" (p. 163). It is, therefore, both descriptive and
evaluative as an hierarchical taxonomy of interaction styles. Participant state-
ments (the behavioral requirement) and observer impressions (the operational
requirement) are translated into judgments about interaction style, because the
real interest of the HIM is in global interaction concepts rather than small bits
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of behavior. The rating procedure has been considerably simplified by the use
of HIM post-meeting questionnaires which are coded to each of the interaction
categories. The system is reputedly effective in helping group therapists diagnose
the working level of their groups, but the system as a system has little relevance
for the .training of group members because of its global complexity.
LIEBERMAN, YALOM AND MILES ON LEADERSHIP TYPES
Lieberman, Yalom and Miles (1973a) utilized an observer checklist of
leader behavior (see Figure 19) that was similar in form and purpose to the one
used by Carter and his associates. Their purpose, as mentioned in chapter two
above, was to develop "an empirical taxonomy of encounter leadership methodolo-
gies" (p. 226). The checklist identified twenty-eight leader behaviors that were
categorized as they happened by observer pairs. These behavior frequency
scores were then combined with other measures (including observer impressions
of leader style gathered on style ratings similar in form to those used by Carter)
to produce the four leadership functions (i. e.
,
emotional stimulation, caring,
meaning-attribution, and executive functions) described in chapter two of this
dissertation. These were then used to formulate the leader behavioral profiles
that became an empirical typology of leaders.
Six leader types were identified by Lieberman, Yalom and Miles (1973a).
Type A - "Energizers" - were characterized by intense emotional stimulation
and moderate to high on executive functions and caring. Type B - "Providers"
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Figure 19; Observer Checklist of Leader Behavior
The task: We are interested in the type and frequency of certain kinds
of behavior associated with group leaders. Your task is to rate occurrence.
Look at the form of behavior, not the success or failure, of the leader's
intervention. Try to ignore the leader's motivation for the behavior; doing this
will probably increase your accuracy. Note that some of the leaders you observe
may use only a limited number of forms repeatedly, while others may cover a
wide range of forms. Try not to err either on the side of "wanting to check off
a lot of items, " or of locking into your "general" image of the leader.
A. Evocative Behavior - Leader interventions designed to get the person or
group to respond. The seven categories under this heading differ in
intensity of demand for response.
1. Inviting, Eliciting (. 35) 1-
2. Questioning (.47)
3. Reflecting (. 55)
4. Calling On (. 66)
5. Challenging (. 75)
6. Confrontation (. 80)
7. Exhortation (. 85)
B. Coherence Making, Perspective Building, Cognitive Learning - Leader
interventions designed to get the person or group to look at something;
to change, alter or freshen their perspectives on themselves or on
the group.
8. Explaining, Clarifying, Interpreting (.69)
9. Comparing, Contrasting, Finding Similarities (Comparing
one's behavior with another's) (. 70)
10. Summarization - providing an historical perspective for
the individual or group. (Compi ring over time, reflecting
on behavior or feelings of individuals or the group) (.69)
11. Inviting Members to Seek Feedback (.62)
12. Providing Framework for How to Change (. 54)
13. Providing Concepts for How to Understand (Instructing
group
about meaning of body posture, tone of voice, interpersonal
games) (. 71)
C. Support - Affective, relationship dimension of
leader behavior; helping,
rewarding individual or group.
14. Protecting (. 85)
15. Support, Praise, Encouragement (. 71)
16. Offering Friendship, Love, Affection
(.72)
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D. Management - Leadership behavior directed toward how people are working,
relating to one another, and how the group is functioning, progressing.
17. Stopping, Blocking, Interceding (. 80)
18. Suggesting Procedure for the Group or a Person (.76)
19. Managing Time, Sequence, Pacing, Starting and Stopping (. 71)
20. Focusing (Drawing attention to something that happens to
the group or what someone said or did) (.57)
21. Suggesting or setting the Rules, Limits, Norms (.78)
22. Suggesting or Setting Goals or Directions of Movement (. 74)
23. Decision Task (Suggesting that the group needs to make a
decision, act planfully, or gauge itself, etc.) (.89)
24. Decision Making (Group feces an overtly expressed dilemma
or decision point; leader makes a decision for the group) (.94)
E. Use of Self - Leader behavior in which the primary thing is the focus on self
to accomplish some learning purpose in the group.
25. Reveals his Own Here-and-Now Feeling s(. 69)
26. Reveals His Own Personal Values, Attitudes, Beliefs (.87)
27. Draws Attention to (focuses on) Himself As an Issue to Be
Dealt with by the Group (Either in leadership role or personal
qualities) (. 80)
28. Participates As A Member in the Group, Involves Himself
Personally (.81)
V.erjudge reliability based on eighty-nine observer pairs,
gammas
computed on 4 x 4 contingency tables.
(Excerpted from Lieberman, Yalom and Miles,
1973a
pp. 470-471.
)
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specialized in caring and meaning attribution, with only moderate use of emotional
stimulation and executive functions. Type C - "Social Engineers" - were
characterized by a concern with how people related to the social system of the
group which was expressed through the use of group-focused meaning-attribution.
Type D - "Impersonals " - were distant, aggressive stimulators who were
moderately high on emotional stimulation, and low on their use of the other three
functions. Type E - "Laissez-Faires" - obtained the lowest scores on three of
the four basic leader functions, scoring moderate to high on meaning-attribution
alone. Type F - "Managers" - was uniquely characterized by his extreme score
on the executive functions. The researchers indicate that "Providers (Type B)
were the most effective in producing positive changes while minimizing the
number of participants who had negative outcomes" (pp. 245-246).
The purpose of the Lieberman, Yalom and Miles observation categories
was research, and they have been used effectively for that purpose. They enabled
observers to gather data (the operational requirement) that was descriptive of a
leader's actual behavior. This information was then organized to provide a
typology of leadership functions and a taxonomy of group leader style. These
typologies are teachable and they offer great potential for the future training of
group leaders. But they have not as yet been organized with that purpose in
mind so they have not yet facilitated accurate anticipation and effective intentionality
among group leaders.
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THE GROUP LEADERSHIP QUESTIONNAIRE
Wile (1972) and Bron have developed a group leadership questionnaire
which attempts to measure one's style of group leadership. The questionnaire
briefly presents twenty-one situations which sometimes occur in human inter-
action groups and asks the subject to indicate how he or she would respond if
he or she were the leader in each of these situations. A list of nineteen
alternative responses is provided for each situation; each of these responses
represents a particular type, as Figure 20 demonstrates:
1
. Silence
2. Group-Directed
3. Reas s urance-A pprovai
4. Subtle Guidance
5. Structure
6. Attack
7. Member Feeling
8. Leader Feeling
9. Leader Experience
10. Clarification-Confrontation Question
11. Group Dynamics Question
12. Groip Atmosphere Interpretation
13. Group Dynamics Interpretation
14. Psychodynamic Interpretation
15. Personal Life
16. Past and Parents
17. Behavioral Change
18. Nonverbal
19. Role-Playing
Figure 20: The Wile Leadership Scale
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The score produced by this self-report procedure can be used in a
variety of ways. One can evaluate what he or she has learned in a course or
training program in group leadership; this has been done with good results at the
University of Massachusetts in the graduate seminar in Small Group Leadership
and Laboratory Design since fall semester, 1970. One can study a leader's
style in an ongoing group and the manner in which each member is reacting to
it by having each group member describe the leader's approach in their answer
and comparing the result with the leader's self-report. One can also assess
one s own development over a period of time by comparing recent self-reports
with past answers.
The Wile-Bron questionnaire's original purpose was facilitating research
on leadership style in therapy groups, but it has been adapted for use in training
group leaders. It is descriptive in that it focuses attention on leader behavior
with its question, "what would you do?" But it is limited to operating as a
quantative measure of leader attitude and self-perception unless it is augmented
with some descriptions of actual behavior in groups. Nevertheless, it confronts
one with alternatives and one's own choice in the face of these alternatives; it
is therefore valuable in facilitating accurate anticipation and effective intentional ity
(the teachable requirement). It is designed to measure self-perceived responses
to twenty-one simulated situations and to identify predominent style by a simple
frequency count. In that is its effectiveness and its limitation.
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brief review of other taxonomies
Borgatta and Crowther (1966) have developed a "Behavior Scores
System" which uses essentially the same type of coding units as the Bales system.
Its focus, however, is on content areas derived from empirical experience in
the description of peer assessments. Categories include; assertiveness, with-
drawal, support, group oriented (task and maintenance) and handling of tension.
Their purpose in designing the system was small group research in the affective
dimensions of group experience. The system is often used together with the
Bales system to get a more complete picture of group dynamics.
Carkhuff (1969) has developed eight scales designed for the qualitative
assessment of interpersonal functioning. Though developed from the vantage
point of individual counseling, Carkhuff uses them extensively in his human resource
training programs. They postulate five levels of functioning (five being the highest
level) in empathic understanding, communication of respect, facilitative
genuineness, facilitative self-disclosure, personally relevant concreteness,
confrontation, immediacy of relationship, and helpee self-exploration. These
scales have been effectively used widely in training, often in combination with
other instruments (e.g.
,
Aspy, 1972).
Dyer (1969) identified nine types of trainer behaviors which a trainer
can use when he intervenes in small group settings. His list is a suggestive
inventory, rather than an exhaustive system, nonetheless, it is included here
because of its relevance for leader development. He differentiates between
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(1) a content focus and (2) a process focus, between the topic under consideration
and the dynamics of the working group. He includes (3) asking for feelings
along with giving (4) directions (including both orders and suggestions), (5) direct
feedback, and (6) cognitive orientations (including relevant theory and information).
Trainers (7) perform group functions like those described by Benne and Sheats.
They also (8) diagnose what they see happening in a group, and occasionally
(9) protect members and themselves from activities that are not consistent with
the group's goals. These categories overlap somewhat; for example, a diagnostic
intervention often "cognitively orients" one to what the trainer sees happening
and includes a hint of direction that the members should see it too. But as a
list of trainer activities, the inventory enhances intentionality.
The Cooperative Educational Research Laboratory has developed an
instrument (called CERLI) which combines the "best" from many existing
category systems and simplifies the results for easy use by those who want to
learn about their own modes of interaction (Simon and Boyer, 1970). It is a
flexible two-dimensional instrument, combining four process (how) categories
(seek, inform, accept and reject) with four substantive (what) categories (memory,
productive -critical thinking, expressed emotion, and class management). It
was designed for observation in educational settings and uses a frequency
tabulation of category combinations.
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Mills (1964) has developed Sign Process Analysis as a system which
focuses on the verbal behavior of the classroom group, giving equal attention to
behaviors of both students and teacher. The categories include the description
of the relationship between various objects being discussed in the class: self,
different kinds of others (male, female, superior, subordinant), groups, artifacts,
within group versus external-to-group events, etc. In addition, an affective
dimension (positive, negative or neutral) is scored for each behavior noted,
describing the affect the group is displaying about the content it discusses. The
system was designed for research and training and it requires video and/or
audio tape in its use.
Each of the systems briefly outlined here, except the Dyer inventory,
was designed for primary use in settings other than small, face-to-face groups.
They offer great promise for use with small groups because they meet most
(with the exception of Dyer) of the requirements articulated at the beginning of
the chapter. Nonetheless, they have not as yet been used to further significant
contributions to an understanding of group dynamics so they have been relegated
to a subordinate though promising, role in this chapter.
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CONCLUSION
Each of the preceding category systems was purposefully designed for
helping persons observe a particular aspect of group or classroom life, while
ignoring others. Each instrument projects some potential meanings into the
raw material of experience while ignoring others. Each predisposes its user
to certain choices of interpretation. Argyris chooses interpersonal competence
and looks for "hints" of its presence and absence in the problem-solving groups
of business and industry. Bales chooses sequential interaction patterns and
"sees" them as part of the routine process agenda of every task group.
Benne and Sheats choose member roles and train group members to
"see" their presence or absence and to supply them where needed. Borgatta and
Crowther choose to see assertion, withdrawal and support as signs of the
emotional underworld in groups. Carkhuff evaluates the quality of interpersonal
interaction with a five point scale. Carter looks at all sorts of behaviors in order
to fit them together as a trinity of leadership functions. CERLI provides the
eclectic perspective, the "best" of many simplified into a four by four table that
records, "what" is happening and "how" the "what is happening.
Dyer asks "what do trainers do?" and answers with an inventory of
behaviors. Flanders combines time and talk in an effort to help teachers "hear"
a balance in silence and sound. Hill locates people in boxes
according to their
interaction style and its therapeutic efficacy. Lieberman,
Yalom and Miles
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present us with behaviors and functions and types in their effort to identify the
impact of leaders on groups. Mills listens to words as signs of relationships
between "principal objects" who are male/female, superior/subordinate. Wile
and Bron invite leaders to guess at their own behavioral choices in simulated
settings. Each has attended to and thereby created a new universe of under-
standing which then facilitates their own intentionality and ours.
A summary comparison of these creators and their instruments of
creation is presented in Figure 21. Each instrument's purpose is summarized
together with a simple one to three (with three high) rating as to how well this
author feels they meet the requirements stated at the beginning of the chapter.
Many of them are effective for their stated purposes and all are valuable for
the stimulation they offer. Each offers an alternative picture of reality and,
therefore, each facilitates intentionality to some degree.
Meta-languages are still in the early stages of development so the field
is ripe for ever new interpretations of reality. For example, there continues to
be a need for greater specificity in describing the wide range of behaviors and
their effects that are available to group leaders and group participants. There
is also a need for instruments that can help one "see" interpersonal trans -action
in all its complexity. The Ivey Taxonomy is a contribution to the former that
may lead to the latter. This dissertation will now explore that possibility in
greater detail.
Figure 21
Summary Comparison of Observation Instruments
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Instrument
Designer Purpose Effective Descriptive Operational Behavioral Teachable
Argyris
Inter-
personal
Competence
3 2 3 3 2
Bales
Sequential
Interaction
Behavior
3 3 3 3 2
Benne and
Sheats
Member
Roles
2 2 2 3 3
Carkhuff
Quality of
Inter-
personal
Functioning
3 2 3 3 2
Carter Leadership
Behavior
2 2 2 2 1
CERLI Classroom
Interaction
3 2 3 2 2
Dyer
Trainer
Intervention
Inventory
1 2 2 2 2
Flanders
Teacher/
Pupil
Interaction
3 3 3 3
2
Hill
Interaction
Style in
Therapy
Groups
2 2 3 3
1
Lieberman,
Yalom,
Miles
Leader
typologies 3 3
3 3 2
Mills
Verbal Inter-
action in
Classroom
2 3 3
3 1
Wile and
Bron
Self Assess-
ment of
Leader Style
2 2
3 2 3
chapter iv
THE IVEY TAXONOMY
Allen E. Ivey's behavioral/structural taxonomy of group leader
behavior is presented: this taxonomy is based on a view of "communication as
adaptation" which considers "each and every act of communication between
human beings" an "adaptive process analogous to biological evolution" (Ivey
and Hurst, 1971, p„ 199). This "communication adaptation" is made in trans-
action with the natural and social environments in which humans live and which
they help to create. Each communication adaptation simultaneously affects that
environment and is affected by that environment in a transactional process that
resembles a "helical spiral. " Communication, then, is "simultaneously a
process and an outcome. " Behavioral acts of communication such as words and
gestures take on the image of finality because they cannot be revoked; nonetheless,
communication continues because "words at best are only approximations of
reality" (p. 201).
The Ivey Taxonomy provides constructs which attempt to bring coherence
to the invisible, but ever present transactions inherent in communication. The
Taxonomy identifies several comm unication behaviors and tries to interrelate
them In such a way as to make possible the quantitative rating of group transactions
and the comparison of group leader styles. It also "provides a
framework within
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which the purposes and skills of each group method may be defined and trans-
mitted to participants thus facilitating behavioral transfer beyond the immediate
group setting" (Ivey, 1971a, p. 1)„
I. THE BASIC PRINCIPLE: COMMUNICATION AS ADAPTATION
Ivey and Hurst (1971) develop the outlines of a theory of "communication
as adaptation" based on principles drawn from the theory of evolution. They
observe that both communication and evolution are "simultaneously a process
and an outcome" involving "feedback adaptation" in the direction of "increasing
complexity and survival adequacy, " Their thinking will serve as the launching
pad for a further elaboration of communication as adaptation.
Evolution as Adaptation
Ivey and Hurst (1971) support their vision of evolution as simultaneously
process and outcome with the following observations:
The outcomes of evolutionary adaptation are
apparent in the manifest characteristics of
biological organisms. These may be as varied
as muscular structures, eye color, amount of
hair, capacity for speech or social organization.
The sum total of what we see around us could be
considered the present outcomes of evolution.
Evolution, however, does not have a definable
"end" and, as such, present outcomes must also
be viewed as processes leading to new outcomes in
the future. Viewed from this perspective, a wing
of a bird can be considered an outcome of evolution
as demonstrated by the fact that it exists, it is
simultaneously a process in that the wing can be
used to achieve future survival of the organism
(p. 199).
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Communication-evolution organizes the chaos of sounds and life into orderly
patterns and relationships that "stop the action" momentarily and give it that
sense of coherence and predictability called outcome. But communication-
evolution also keeps moving, transforming every outcome into the new creations
of the future.
The process
-outcome dimensions of communication-evolution are
rooted in an adaptive quality inherent in organism/environment transaction.
Hall and Fagen (1968) observe that
many natural systems
,
especially living ones
,
show
a quality usually called adaptation. That is, they
possess the ability to react to their environments
in a way that is favorable, on some sense, to the
continued operation of the sj^stem. It is as though
systems of this type have some prearranged "end"
and the behavior of the system is such that it is
led to this end despite unfavorable environmental
conditions. The "end” might be mere survival;
evolutionary theory is based heavily on the notion
of adaptation to environment (p. 87).
In evolutionary theory, this adaptive quality is called natural selection, and it
determines which characteristics an organism develops and which organisms
survive.
Viewed from within an evolutionary model, every activity or physical
characteristics of an organism is an adaptation or process toward the development
of maximum survival probability. The biological models of behavior and
physiological adaptation of the Argus pheasant described by Lorenz (1966)
provide a case in point.
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Wherever we find exaggerated development of
colorful feathers, bizarre forms, etc. in the male,
we may suspect that the males no longer fight but
that the last word in the choice of a mate is spoken
by the female, and that the male has no means of
contesting this decision.
. . . The Argus hen
pheasant reacts to the large secondary wing feathers
of the cock; they are decorated with beautiful eye
spots and the cock spreads them before her during
courtship. They are so huge that the cock can
scarcely fly, and the bigger they are the more they
stimulate the hen. The number of progeny produced
by a cock in a certain period of time is in direct
proportion to the length of these feathers, and,
even if their extreme development is unfavorable in
other ways—his unwieldiness may cause him to be
eaten by a predator while a rival with less absurdly
exaggerated wings may escape—he will neverthe-
less leave more descendants than will a plainer
cock" (p. 37).
In the case of the Argus pheasant, the environment provides feedback
both supporting and opposing the evolutionary adaptation of the secondary wing
feathers. This stability of feedback is generally called "the balance of nature. "
Adaptation involves, then, response to environmental feedback; that
is, part of the organism's output or behavior is reintroduced into its system as
information about the output which can affect succeeding outputs. When this
information acts as a measure for amplification of the output's deviation from
a set norm or limit, the feedback is positive. When this information is used to
decrease the output deviation from a set norm or limit, the feedback is
negative.
In the case of the Argus pheasant, positive feedback as
offered by his increased
ability to attract females and provide for more progeny
supports the develop-
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ment of ever larger secondary wing feathers. Negative feedback as offered in the
form of threat to his survival opposes too great a deviation from the norm of a
bird-which-flies-to-survive. Whether or not the pheasant survives depends on
this process of feedback adaptation . There is no endpoint to such biological
evolution; it is an ongoing process in the direction of an ever increasing capacity
to survive in and manipulate the environment. While a 1rbalance'’ may have been
achieved in this case, an environmental change caused, for example, by the
entrance of many into the environment may completely change the important
feedback adaptation process of the organism.
Ivey and Hurst (1971) draw the following points from evolutionary theory
as being relevant for an understanding of human communication:
First, biological evolution involves the adaptation
of organisms within an environment; second, this
adaptation is an ongoing process in the direction
of increasing complexity and survival adequacy;
third, environmental feedback provides the raw
material for the process of adaptation; and,
finally, an adaptation may receive both positive and
negative feedback from the environment resulting
in either the elimination, the acquisition, or
the
effecting of a "balance of nature" relative to the
adaptation (p. 201).
Each of these observations will now be discussed as
to their relevance for
human communication.
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Communication and Human Community
Humans utilize the processes of feedback adaptation for their survival
in two simultaneously experienced environments—the natural environment of
biological evolution and the socio-cultural environment of human communication.
In both environments, "the consequences of behavior may "feed back" into the
organism. When they do so, they may change the probability that the behavior
which produced them will occur again" (Skinner, 1953, p. 59). For example,
"Reflexes and other innate patterns of behavior evolve because they increase the
chances of survival of the species. Operants grow strong because they are
followed by important consequences in the life of the individual" (p. 90).
Communication acts have evolved from grunts and pointing to more complex
patterns through a process analogous to natural selection because they have
increased the chances of survival for the species and have been followed by
important consequences for individuals and their communities.
Humans create this second environment (i. e. , the socio-cultural one)
because they differ from animals like the argus pheasant in that they have no
"species -specific environment, no environment firmly structured by [their] own
instinctual organization" (Berger and Luckmann, 1966, p. 45). There is no
human-world in the sense that one may speak of a pheasant-world or a dog-world.
Despite an area of individual learning and accumulation, the individual dog, foi
example, has a largely fixed relationship to its environment, which it shares
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with all other members of its respective species. This fixed relationship
includes geographical delimitation and a biologically fixed character of relating
to the environment. 'In this sense, all non-human animals, as species and as
individuals, live in closed worlds whose structures are predetermined by the
biological equipment of the several animal species" (p. 45 ).
By contrast, the human's relationship to his or her environment is
characterized by "world-openness. " Not only have humans succeeded in
establishing themselves over the greater part of the earth's surface, their
relationship to the surrounding environment is everywhere very imperfectly
structured by their own biological constitution. Berger and Luckmann (1966)
observe that
Man's instinctual organization may be described
as under-developed, compared with that of the
other higher mammals. Man does have drives,
of course. But these drives are highly un-
specialized and undirected. This means that the
human organism is capable of applying its con-
stitutionally given equipment to a very wide and,
in addition, constantly variable and varying range
of activities (p. 46).
Humanness is, then, socio-culturally variable. There is no human nature in
the sense of a biologically fixed substratum determining the variability of socio-
cultural formations. Humans manifest their variability as they construct them-
selves in a world through the transactional process of communication.
This social construction process is evident in the human infant. "Indeed
••
if one looks at the matter in terms of organismic development, it is possible to
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say that the fetal period in the human extends through about the first year after
birth" (p. 46). The human organism is still developing biologically when he is
thrust into a human environment at birth.
That is, the developing human being not only inter-
relates with a particular natural environment, but
with a specific cultural and social order, which is
mediated to him by the significant others who have
charge of him. Not only is the survival of the human
infant dependent upon certain social arrangements,
the direction of his organismic development is socially
determined. From the moment of birth, man's
organismic development, and indeed a large part of
his biological being as such, are subjected to con-
tinuing socially determined interference (p. 46).
A given social order precedes any individual organismic development. Therefore,
world-openness, while intrinsic to human biological make-up, is always pre-
empted by social order which is mediated to the infant through the processes of
human communication.
Transactional Communication
Human growth and survival involves the adaptation of humans within
both a natural and a socio-cultural environment. As with biological evolution,
this adaptation is an ongoing process which uses environmental feedback in
developing increasing complexity and survival adequacy. In the past several
decades, one specific geometrical figure has been used as a descriptive image
in a number of disciplines to demonstrate process, feedback, and increasing
complexity. For example, "in the beautiful work on deoxyribonucleic acid and
its role in the genetic determination of man, we are often reminded" that the
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"DNA molecule is a helix, a spiral that looks like a coiled ladder" (Dance, 1970,
P- 104)° Teilhard de Chardin (1959) provides another example:
Like the geologist occupied in recording the move-
ments of the earth, the faultings and foldings, the
palaeontologist who fixes the position of the animal
forms in time is apt to see in the past nothing but
a monotonous series of homogeneous pulsations.
In their records the mammals succeeded the reptiles
which succeeded the amphibians, just as the Alps
replaced the Cimmerian Mountain which had in their
turn replaced the Hercynian range. Henceforward we
can and must break away from this view which lacks
depth. We have no longer the crawling "sine" curve,
but the spiral which springs upward as it turns.
From one zoological layer to another, something is
carried over: it grows jerkily, but ceaselessly, and
in a constant direction (pp, 147-148).
Just as the image of a helical spiral, as depicted in Figure 22, gives
depth to one's understanding of DNA and evolution, so can it give depth to one's
understanding of the process of human communication. The helix combines the
desirable features of the straight line and of the circle while avoiding the
Figure 22: A Helical Spiral as a Representation of Human Communication
(Excerpted from Dance, 1970, p. 106.)
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weaknesses of each. The qtrnia-Vit j.S raigh line directs one's attention to the forward
direction of communication and to the feet that a word once spoken cannot be
recalled, but it does include the feedback dimension. The circle reminds one
that what and how one communicates has an effect that may alter future
communication, but it also suggests that communication comes back, full-circle,
to exactly the same point from which it started. Dance (1970) observes that
At any and all times, the helix gives geometrical
testimony to the concept that communication while
moving forward is at the same moment coming back
upon itself and being affected by its past behavior,
for the coming curve of the helix is fundamentally
affected by the curve from which it emerges. Yet,
even though slowly, the helix can gradually free
itself from its lower-level distortions. The communica-
tion process, like the helix, is constantly moving
forward and yet is always to some degree dependent
on the past, which informs the present and the future.
The helical communication model offers a flexible
and useful geometrical image for considering the
communication process (p. 105).
The helix by its very nature is always progressing upward even as it
turns back upon itself and is affected by its own past conformations. Each point
along its sloping spiral is "simultaneously a process and an outcome. " It portrays
the processes of feedback adaptation evident in both the natural and the social
environments. It can be used to describe the communicative self-emergence
and self-identification of an individual or group life span, or, more simply,
the interaction of several individuate -communicating-with-other~individuals.
Its use in depicting the latter is demonstrated in both Figure 23 (the side view)
and Figure 24 (the top view) as the double helix of transactional communication.
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Figure 23: Transactional Communication (side view)
(Excerpted from Hamden-Turner, 1970, p. 33.)
Figure 24: Transactional Communication (top view)
(Excerpted from Schmuck, et. al. , 1972, p. 34.)
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As the double helix shows, transactional communication is a reciprocal
process. Information travels in both directions simultaneously as each participant
initiates and receives messages that affect succeeding messages. During trans-
actional communication, each individual involved can be designated as source or
receiver only temporarily; these roles rapidly shift back and forth as communica-
tion takes place. The exchange is channeled as to verbal content, extra-linguistic
phenomena such as tone, pitch, stress and pauses, and body language. [The
word ^channel" refers to ’’the specification of a coherent set of behaviors which
can be considered carriers of information in a communication" (Wiener and
Mehrabian, 1968, p. 51).]. The mutuality of the exchange maximizes the
possibility that the message received is the one intended. Nonetheless, carrying
out effective transactions takes a great deal of skill and a flexible behavioral
repertoire.
Basic Principles of Communication
1. In transactional communication, all behavior, not only speech, is
communication, and all communication—even the communicational clues in the
impersonal context in which the communication occurs—affects behavior. Further-
more, behavior has no opposite: one cannot refrain from behaving. Therefore,
since all behavior in a transactional situation has message value, "one cannot not
communicate" (Watzlawich, Beavin, and Jackson, 1967, pp. 48-49).
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2. Communicative acts have come to represent a short-hand expression
of a vast reservoir of content that exists in any interpersonal encounter. The
contents of that reservoir are cognitive and emotional, physical and mental,
and represent the past history and present status of the individual. Viewed
from this perspective, any communicative act can at hest be a mere approximation
—
hat ls actually present between two human beinvs iTvev 1971> p . 202) .
This principle of approximation is evident in Laing's definition (1967)
of experience as "man's invisibility to man":
The other person's behavior is an experience of
mine. My behavior is an experience of the other.
Your experience of me is not inside you and my
experience of you is not inside me, but your
experience of me is invisible to me and my
experience of you is invisible to you. I cannot
experience your experience. You cannot
experience my experience. We are both invisible
men. All men are invisible to one another.
Experience is man's invisibility to man (p. 4).
The task of transactional communication is "to relate my experience of the
other's behavior to the other's experience of my behavior" (p. 4). The principle
of approximation suggests, however, that the task will always be incomplete
because only a semblance of reality is ever communicated; a portion of what is
present will remain invisible.
I cannot say what cannot be said, but sounds can
make us listen to the silence (Laing, 1967, p. 22).
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3. A communication not only conveys information, it aiso imposes
behavior. Following Ruesch and Bateson (195!,, these two operations are
called the "report" and the "command" aspects of any communication. The
re£Ort_aspect of a message conveys information and is
,
therefore, synonymous
in human communication with the content of the message. The command aspect,
on the other hand, refers to what sort of message it is to be taken as, and,
therefore, ultimately to the relationship between the communicants (Watzlawick,
Beavin and Jackson, 1967, pp„ 51-52).
4. All communicational interchanges are either symmetrical (i. e.
,
horizontal) or complementary (i.e.
,
vertical), depending on whether they are
based on equality or difference. Symmetrical interaction is characterized by
equality and the minimization of difference, while complementary interaction is
based on the maximization of difference (Watzlawick, Beavin and Jackson, 1967,
pp. 68-70).
These principles are unified by their pragmatic importance which rests
not so much on their particulars as on their interpersonal reference. They are
consistent with a systems approach to communication and a view of interactional
systems that suggests that
An individual does not communicate; he engages
in or becomes part of communication. He may
move, or make noises.
. .
but he does not
communicate. In a parallel fashion, he may see,
he may hear, smell, taste, or feel—but he does
not communicate. In other words, he does not
originate communication; he participates in it.
Communication as a system, then, is not to be
understood on a simple model of action and
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reaction, however complexly stated. As a
system, it is to be comprehended on the
transactional level (Birdwhistell, 1959, p o
Shaping Communication Adaptation
Viewing communication as an open, transactional process rather than
a closed, one
-directional endpoint emphasizes the importance of reciprocal
feedback adaptation. Each one's use of the tools of feedback can help each to
approximate more closely what each intends and what each experiences. When
one participates in transactional communication, it is possible to assimilate
feedback as well as return it, thereby increasing each person's adaptation and
creating more effective and efficient modes of communication.
Can humans choose the direction in which communication adaptation is
to move ? If the argument presented here is accepted, then it would follow that
they can indeed "choose" the direction they wish future communication to follow.
Humans can anticipate consequences, and with awareness that they live in a
probabilistic universe, they can predict and attempt to control their own destiny.
However, individuals who accept this view also accept the fact that they will
never be fully able to predict all contingencies and future consequences. While
one’s future adaptation cannot be fully predicted, one’s awareness of the nature
of choice permits his communication to be purposive as opposed to random.
Ivey and Hurst (1971) believe that
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Once communication as process is understood
and accepted along with the cognates of the
principle of approximation and the role of feed-
back adaptation, it is possible to teach some
specific tools of communication. These tools
could be categorized into procedures for
providing and receiving feedback. Principles
for receiving feedback include the ability to
attend or listen to another's communicative
acts, knowledge of words, their strengths and
limitations, recognition of the selective perceptions
inherent in all communication, awareness of the
role of defense mechanisms, awareness of
possibilities in one's environment, and methods
of behavior modification. Procedures for
providing feedback include what might be termed
"sharing behavior, " the direct communication to
the other of how you see his communicative acts,
being aware how the communication is received,
noting time and situations when communication is
heard more clearly than others, what types of
persons hear what types of communication best in
what types of situations (sociology and social
psychology), and knowledge of many objective facts
about the surrounding world. These "tools" may be
taught in a number of settings with a variety of
different orientations (p. 206).
These "tools" anticipate the behavioral repertoire identified in the Ivey Taxonomy,
to which the attention of this author now turns.
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II, THE IVEY TAXONOMY: A META
-LANGUAGE FOR COMMUNICATION
ADAPTATION
The Ivey Taxonomy consists of a number of behavioral categories for
the observation of group leader behavior and the comparison of leadership style
in face-to-face groups. "More important, this taxonomy provides a means
whereby leader and participant behavior in groups may be predicted" (Ivey,
1971a). The skills of group leadership discussed herein are adapted from research
and writing in microcounseling (Ivey, 1971b), a systematic method for teaching
beginners facilitative behaviors.
Microcounseling is a technique, closely related to microteaching
(Allen and Ryan, 1967), which provides a small version of the counseling situation
in which counselors talk to volunteers for a brief five-minute counseling session.
The initial five-minutes provide the base line for learning. The skill to be
learned is then discussed, after which the student observes a series of video-
taped models displaying both positive and negative methods, views his own taped
session for analysis, and then conducts another five minute interview practicing
changes in behavior. The training procedures involve cue discrimination through
video models and self-observation, written materials, supervisor comments ,
and
operant techniques where the trainer or supervisor rewards adequate
responses.
Ivey, Normington, Miller, Morrill, and Haase (1968)
report that micro-
counseling provides an opportunity tor those who are preparing
to counsel to
obtain a liberal amount of practice without
endangering clients. Its principal
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aim is to provide pre-practicum training, bridging the gap between classroom
theory and actual practice. Microcounseling has proven effective with a wide
variety of trainees including school counselors (Hutchcraft, 1970), medical
students (Moreland, Ivey, and Phillips, 1973), junior high school pupils
(Aldridge, 1970), and lay drug counselors (Gluckstern, 1972).
What is a Taxonomy?
A taxonomy is a classification system. It is a method of codifying the
observable world into categories which may be inherently related, but for
practical purposes are treated as discreet. A taxonomy is often used as the
basis for lawful predications or theoretical speculations. For example,
biological science is based on a carefully constructed classification system.
Out of this classification system, Darwin fashioned the theory of evolution.
Drawing on observations based on clear-cut classifications Darwin provided
overwhelming evidence for the natural selection of the species.
A taxonomy for group behavior of necessity should be equally explicit.
Of foremost importance is the ability of the taxonomy to describe the observable
behavior of both leaders and members of groups. While not denying their
possible existence, a taxonomy need not describe unobservable internal states
such as feelings, attitudes, and values. If the taxonomy is successful in
describing and classifying behavior in groups, it will then, through use of its
discreet categories, permit theoretical specualtion on the categories and the
relationship between categories. A successful taxonomy can be used for pre-
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dictive purposes and should be able to enable observers to accurately anticipate
both leader and group member behavior and function with effective intentionality
themselves.
Nonetheless, as both the review of meta-language in chapter three and
the exploration of communication as adaptation make clear, taxonomies are
limited in scope. They provide a means for organizing the raw material of
experience and for generating some connections called knowledge. They can
facilitate one’s participation in the creative process by mediating alternative
visions of "man's invisibility to man" (Laing, 1967, p. 4). They are another
form of sound that "can make us listen to the silence" (p. 22). For "if there
are no meanings, no values, no source of sustenance or help, then man, as
creator, must invent, conjure up meanings and values, sustenance and succor
out of nothing. He is a magician" (p. 24). A taxonomy is but another expression
of the magician at work in creating himself in a world.
The Ivey Taxonomy, at its present stage of development, is a first
step in identifying pattern and making meaning out of the random behaviors of
small group experience. It is based on the concept of attending behavior,
which suggests that people talk about what is attended to. The following
presentation of the taxonomy (which is summarized in Table 25) is excerpted
from the Ivey (1971a) article rather than paraphrased so as to directly depict
the work on which chapter five of this dissertation is based.
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The Ivey Taxonomy^ for Analysis of Group Behavior
The taxonomic system discussed here is based on a
behavioral/structural system of encoding dyadic
therapy and counseling relationship (Ivey, 1971b).
Through analysis of counselor leads, Ivey found that
it was possible to predict client responses. Group
leaders were observed to engage in highly similar
behaviors to those of counselors, but with varying
intensity and emphasis.
Perhaps the most important distinction between
therapists and group leaders is in the area of focus
.
The therapist focuses constantly on one client
whereas the group leader may focus on one partici-
pant, a sub-group of participants, or the total
group. In addition, problem-solving groups will
focus on a specific topic and may pay little attention
to individuals or to the group process.
When a therapist focuses on the client, it may be
predicted that the client will talk about himself.
Similarly, when the group leader focuses on group
process, it may be predicted that the group will talk
itbout its own interaction. If the group leader focuses
on an individual or his problems, the individual will
be likely to respond by talking about his concerns.
The Tavistock leader/consultant who focuses constantly
on group process tends to produce considerable group
process analysis among the members.
In effect, the leader is a powerful model with con-
siderable reinforcement potential. Group members,
as all other people, are seeking rewards and are
likely to use the group leader as a discriminative
stimulus. They then behave in accord with the wishes
of the leader and will be rewarded by him to the degree
they meet his wishes. The modeling and reward
potential of the leader is still in existence even in so-
called "non-directive" groups. In such groups, the
leader models and rewards behaviors which are self-
initiated and motivated by the group.
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A second key dimension of the taxonomy relates to
verbal structures which the leader (or members)
may engage in„ One of the most readily observable
characteristics of groups is their emphasis on
verbal interaction. Despite the increase in the use
of nonverbal techniques, words still represent the
primary focus of behavior in groups.
The counseling and therapy category system discussed
by Ivey (1971b) appears to be a useful and predictive
system not only in dyadic encounter, but also in
groups. When a therapist asks a closed question,
easily answered in a few words, the prediction is that
the client will answer in a few words. If he reflects
feeling to a client, the client may be predicted to talk
about feelings in some fashion. If the therapist provides
an interpretation or cognitive restructuring for the
client, the client may be predicted to respond. In
turn, counselor/therapist leads may be predicted by
the client response. If a client expresses emotion to
a non-directive counselor, the counselor may be
predicted to reflect feeling. If an employment counselor
hears a client talk about his job experience, the
counselor is likely to ask a question about that experience.
Similarly, the verbal structure used by the group leader
will heavily determine the content of group process.
If the leader shares his emotions, feelings, and attitudes
with the group, the members can be predicted to do the
same. If he reflects feeling, the group may be expected
to talk about feelings. If the leader is oriented toward
solving a problem, the group will most likely talk about
alternative routes to solving that problem.
Prediction is possible also on a total group level.
Thus
if a leader is oriented to talking about feelings
and
internal states, the total group will tend to
spend a good
deal of time talking about feelings and internal
states
(pp. 3 and 6).
These predictions are summarized in Figure 26.
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Figure 26: A Summary of Predictions Based on the Ivey Taxonomy
Category of Leader Behavior
Closed question and information
(How old are you?)
Closed question feeling
(Do you feel sad ?)
Open question information
(What kinds of jobs do you enjoy?)
Open question feeling;
(How did you feel about your
last job ?)
Paraphrase
(You say you worked as a
mechanic)
Reflection of feeling
(As I hear it, you feel you
are a failure)
Summarization
(Brings together several statements
and integrates them. May contain
both affect and information. (May
break this down into summarization
of feeling and summarization of
content.
)
Cognitive restructuring
(Provides an alternative view of the
of the leader. For example, "As
you talk about your father and say you
love him, your hands are clenched
and angry in appearance, your voice
is tense. One might get the picture
that you have more than just feelings
of love. ")
Sharing information
(Leader simpty provides information
about a topic, may give directions, etc.)
Sharing feelings
(Leader shares his own personal
feelings about the situation or
individual.
)
Predicted Response in Individual
Sharing information - short response
(yes, no, where I live, etc.)
Sharing feelings - short response
(yes, no, slight elaborations)
Sharing information - long response
(More data about jobs ?)
Snaring feelings - long response
(I felt put on, disliked, etc.)
Sharing information
(Talks about job as a mechanic,
what he did, etc.
)
Sharing feelings
(Talks about feelings about self and
job - uses affectively loaded words)
Sharing information and/or feelings
(Dealing with and using the summarization.
May bring forth self-examination behavior. .
or in a business conference, may bring
forth examination of the issue, often in
more depth.
)
Sharing information and/or feelings
(Individual will deal with issues.
)
Sharing information
(Individual may provide additional informa-
tion or ask questions about the topic.
)
Sharing feelings
(Individual will share his own feelings or
ask leader questions. ) May also prompt
cognitive restructuring on the part of the
individual.
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Ivey continues
:
The final dimension of the taxonomy is oriented to
nonverbal behavior. While it is possible to codify
nonverbal behavior in extreme detail (e.g.
,
Bird-
whistell, 1970), three key components of nonverbal
communication have been selected for this taxonomy.
Body language, speech rate, and vocal tone are three
dimensions of leader behavior which strongly influence
participant behavior,
. . . There are as many non-
verbal styles as there are leaders and as Birdwhistell
(1970), Duncan (1969), and others have indicated, non-
verbal behavior can only be evaluated in a context
„
It has been found that observers can with minimal
training determine how congruent the nonverbal behavior
of an individual is with his verbal message. Thus
appropriate nonverbal behavior for the Tavistock
consultant is very different from appropriate non-
verbal behavior for an encounter group leader. In
addition to general ratings of appropriateness, it is
also possible to rate the nonverbal communication of
the leader (or the members) during each verbal unit.
The taxonomy presented in Figure 25 describes only
overt behavior in three key dimensions of group inter-
action, The issue of quality of response within leader-
ship style warrants special investigation. Similar
questions of meaning loom important. It is possible
(and desirable) within this structure to rate good and
poor leader responses. These issues are less overtly
behavioral and, as such, are discussed at a later point
in this paper (pp. 130-132).
It is suggested that changing key structural/behavioral
dimensions of group leader activities will simultaneously
markedly change the nature of the group. The leader/
consultant is the model for what the group is to become.
How he behaves determines how the group will behave.
By focusing on group process and rewarding feelings
through reflections and interpretations, a certain group
norm or ethos will evolve from an effective leadei.
Through ignoring emotions and attending to information,
another equally effective leader will produce a completely
different group. Leader behavior and reward patterns
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heavily determine the nature of a group, A group
does not move out of control. Rather, a leader
fails to control himself and the group then moves
out of control. One potentially irresponsible
behavior of the leader is to provide inconsistent
patterns of modeling and reinforcement thus
producing an inconsistent and irresponsible group.
Quantitative and Qualitative Issues of Group Effectiveness
The taxonomy of group behavior not only offers
description and prediction, but also provides a
framework for the systematic study of the effective-
ness of group procedures. Using a taxonomic base,
it is possible to measure quantitatively the overall
nature of the group session and then to apply
qualitative measurements to these observations.
For example, consider a classic non-directive group
leader. The first quantitative measure of his effective-
ness may be made by behavioral counts of the nature
of his leads during the group session. If he has a
large number of reflections of feelings and paraphrases
and a minimal amount of cognitive restructuring,
personal sharing, and questions, it may be assumed
that he quantitatively is doing at least an adequate job
within the model of the non-directive group leader. If
he states he is non-directive, but engaged in considerable
amounts of interpretive or questioning behavior,
quantitative evaluation would suggest that he is not true
to the model he endorses.
Qualitative measurements of his leadership style can be
made most effectively by utilizing or adapting the
Carkhuff (1969a, 1969b) scales of facilitative conditions,
particularly the empathic understanding and facilitative
genuineness scales. These five-point rating scales
have shown high reliability and predictive validity for
change in group. If the non-directive leader is
qualitatively successful, his verbalizations would be
rated high on the Carkhuff scales. Other
ratings of
the excellence of leader style are
possible, but the
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Carkhuff scales are the most extensively validated
and tested qualitative scales available.
Further judgements as to the effectiveness of the
non-directive leader may be made by quantitative
counts and qualitative judgements of the behavior
of his group members. Group member behavior
may be counted through use of the taxonomy and
then rated for quality on scales similar to those
of Carkhuff leadership dimensions.
These suggested measurements, however, thus far
speak only to effectiveness with the group process
itself. The major question of generalization to life
beyond the group needs also to be considered. Again,
the concepts of quantitative and qualitative evaluation
prove useful. If the non-directive leader can identify
goals for his group, the group member could keep a
behavioral chart of the number of times he is able
to utilize specific skills learned in the non-directive
group and to make his own subjective rating as to their
effectiveness. The concept of behavioral charts for
a non-directive group member, however, would not
be anticipated to be received warmly. Alternatively,
members of his family or those who work with him
could rate him on his effectiveness in using his newly
learned behaviors. Critical incident techniques,
family observation, self-reports of personal comfort
are other alternative methods for evaluating the out-
comes of the group beyond the immediate process
framework.
It may be seen that the evaluation of the effectiveness
of a group must be made in terms of the goals and
methods of the group. The goals desired by the group
method determine both the quantity and quality of
group interaction. The Tavistock group is a particular
case in point. Any statement by the group leader
which does not involve a cognitive restructuring
around
the concepts of leadership, responsibility,
and authority
does not fit into the desired quantitative
framework and,
as such, would be rated low on quality as
well. A
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cognitive restructuring or interpetation, however,
does not mean immediate rating as a good or effective
statement,, The goals of the Tavistock group would
have to be considered. It may be predicted that the
empathic understanding and facilitative genuiness
dimensions of the Carkhuff scales are less relevant
to the Tavistock group. New, more appropriate
scales would need to be developed to measure the
quality of the Tavistock group leader and the quality
of his group participants' interaction.
For encounter or T-groups, the commitment may be
to "here and now" existentially oriented statements.
The behaviors within the taxonomy of the non-directivist
and Tavistock leader would be at times appropriate
for the leader in this model, but would be used in very
different quantitative dimensions. The T-group leader
would employ very different parts of the taxonomy to
achieve the goals of the group. These would include
much more emphasis on emotions and personal sharing
of his own feelings and attitudes. Cognitive restructuring
would focus on meaning and "here and now" functioning.
Many of the Carkhuff scales could be used to assess
leader behavior in this setting. Empathic understanding,
facilitative genuineness, and facilitative self-disclosure
would be especially appropriate. Other Carkhuff scales
(e. g. , concreteness and confrontation) would be less
suitable for qualitative measurements of this type of
group.
Carkhuff scales are, of course, most effective for
evaluating the quality of Carkhuff-style structured group.
His scales have been developed to measure specific
dimensions which are emphasized within his framework.
Carkhuff does present considerable data to suggest that
his structured approach to group change is effective
and does produce behavioral change and carry-through
into the home environment. . . . The quality of group
interaction can best be measured with the criteria
established for the purposes of that group (pp. 13-16).
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CONCLUSION
The Ivey Taxonomy has been presented together with a transactional
view of "communication adaptation, " The taxonomy is based on
the idea of
attending behavior, which states that people talk about
what is attended to. The
taxonomy includes dimensions of attending/nonattending,
focus (what is attended/
nonattended), verbal response (how the what is attended/nonattended)
and non-
verbal response (how else the what is attended/nonattended)
categories. The
taxonomy "appears to have validity in predicting
group behavior" and for
"describing different orientations to group
process" (Ivey, 1971a, p, 1).
Confirming this validity is the subject of chapter five.
CHAPTER V
AN EVALUATION OF THE IVEY TAXONOMY
This chapter will attempt the question of the efficacy of the Ivey Taxonomy
Does it have the power to produce its desired effect? Does it have validity in
predicting group behavior? Does it offer categories which can help one describe
different leader orientations and styles in groups ? Does it make possible the
quantitative and qualitative rating of group effectiveness ? These questions will
be addressed in this chapter.
INTRODUCTION
The Ivey Taxonomy is based on the observation that people talk about
what is attended to. It is well established that the communication of attentive-
ness is a potent reinforcer in human relationship. Skinner (1953), for example,
suggests that
— The attention of people is reinforcing because it
is a necessary condition for other reinforcements
for them. In general, only people who are attending
to us reinforce our behavior. The attention of
someone who is particularly likely to supply reinforce-
ment—a parent, a teacher, or a loved one— is an
especially good generalized reinforcer and sets up
especially strong attention-getting behavior (p. 78).
The research literature strongly supports the value of attention in encouraging
human behavior change. For example, Whitley and Sulzer (1970) used attention
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to help teachers reduce disruptive classroom behavior, and Wahler (1969)
has trained parents in the use of selective attention to shape the behavior of
"oppositional children. "
Greenspoon (1951) was the first to systematically use attention as a
reinforcer of verbal behavior when he successfully demonstrated that a subject's
speech may be m odified by minimal nonverbal and verbal cues. Extensive
research since that time, such as that reviewed by Bandura (1969), has
demonstrated a wide variety of methods through which human behavior may be
modified by verbal and nonverbal attention patterns. For example, Bandura
(1961) describes the impact of attending behavior on the therapist-patient
relationship:
The results of these studies show that the therapist
not only controls the patient by rewarding him with
interest and approval when the patient behaves in a
fashion the therapist desires but that he also controls
through punishment in the form of mild disapproval and
withdrawal of interest when the patient behaves in ways
that are threatening to the therapist or run counter to
his goals (p. 154).
Rogers (1960) suggests that the reward/punishment, attending/nonattending
pattern described above is usually a function of the therapist's theoretical
orientation; that is, the therapist either consciously or unconsciously selectively
conditions client responses to fit his or her theoretical orientation.
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THE IVEY TAXONOMY
Communicating attentiveness, then, is a powerful skill for use in
influencing interpersonal relationships. Ivey, Normington, Miller, Morrill,
and Haase (1968) established this skill as a foundation for counselor training
after they had identified its behavioral components; eye contact, postural
position and relaxation, and verbal following. These three components made
attending behavior teachable. They also provided a keystone for a wide variety
of other behavioral skills like, for example, those identified in the Ivey
Taxonomy; eye contact suggests focus; postural position and relaxation refer
to non-verbal behavior; and verbal following is differentiated into verbal
response categories. As mentioned earlier, the Ivey Taxonomy is based on the
idea that people talk about what is attended to. It is therefore an extension of
the basic concept of attending behavior in that it pinpoints a variety of skills
which communicate attentiveness.
The Ivey Taxonomy consists then of a series of behaviors that
communicate attentiveness to another person, whether that person is a client
in a counseling interview or a member of a group. Beginning with an "open
invitation to talk" expressed as a closed or open question, or perhaps, a
direction, a conversation can proceed with a variable sequence of minimal
encourages, paraphrasing, summarizing, reflecting feeling, and perhaps more
questions. Eve^ once in a while, a new way of thinking about the content of
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the conversation emerges in the form of a cognitive restructuring of a person's
frame of reference.
In response to this open invitation, the sender shares information and/or
feeling about the content focused upon, which is identified by Taxonomy language
as focus upon oneself, another individual, a sub-group, the group of which one
is part, or a particular topic. Occasionally, sender and receiver approach
each other with direct, mutual communication in an "attempt to focus on their
interaction as they perceive and feel it, and attempt to share with each other
their experience of the other" (Higgins, Ivey and Uhlemann, 1970, p. 21).
Independent raters using the Ivey Taxonomy have been able to recognize
these Taxonomy behaviors in video taped training interviews with a high degree
of consistency. For example, Moreland, Ivey and Phillips (1973) report
significant rater agreement in their use of the Ivey Taxonomy in rating pre-
and post-training interviews of twenty-four second year students at the University
of Oregon Medical School. The video tapes of each interview were randomly
intermixed so that they could be presented to two raters who categorized each
interviewer utterance into one of the following seven categories: open-ended
questions, close-ended questions, minimal encourages, paraphrases, reflections
of feeling, summarizations, and other. "The median percent inter-rater agree-
ments for each category were 73%, 88%, 82%, 100%, 100%, and 82% respectively"
(P. 7).
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Recognition of individual behaviors leads eventually to recognition of
patterns of relationship among behaviors. After all, if people do talk about
what is attended to, then one could accurately anticipate (i.e.
,
predict) another's
response to the communication of selective attentiveness. For example, if one
attends to another's feelings by reflecting those feelings back to the sender,
then one could predict that the sender will talk further about feelings, a
prediction that is confirmed when the sender actually does talk about feelings.
The Ivey Taxonomy offers one a meta
-language which can be used to observe
human communication in order to see if patterns and predictions such as the
one above (and the others summarized in figure 26 of chapter four) hold true.
Recent studies using the Ivey Taxonomy have suggested that some of its
predicted relationships do hold true. For example, Gluckstern (1972) trained
two raters who used the Taxonomy to rate five minute segments from each of
three randomly presented video-tapes made by counselor trainees. (The per-
cent of interrater agreement ranged from . 868 to
.
922 for the mean values of
each category; overall percent agreement for 2102 ratings was
. 868). The video-
tapes represented interviews made before the training program, immediately
after training, and seven months after training.
Gluckstern (1972) reported the following:
Analysis of microcounseling skills via the IT
reveals that, after training, there was less
emphasis on "closed information questions"
and more emphasis on "closed feeling questions. "
The number of reflections of feeling increased
significantly. No significant differences appeared
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on skills which were not taught during
sessions (p. 63).
the training
The raters were able, then, to differentiate the skills taught using the Ivey
Taxonomy. Gluckstern continued her report by observing:
Perhaps the most important data on counseling
skills is the effect the counselor had on his
client s participation in the interview.
The client focused significantly more on him-
self, and less on external topics. Further,
his verbalizations were categorized as being
more feeling oriented. The data appear to
indicate that counselors who focus on the client
cause the client to reflect more on himself.
Further, when counselors give leads oriented to
feelings, the client responds with his emotional
experience (p. 63).
In a two-person interview, the client appears to talk about what is attended to
in the direction predicted by the Ivey Taxonomy.
But are these predictions efficacious for small group interaction?
The purpose of this chapter is to report on an initial study of the validity of
these predictions in small, face-to-face groups. This study used the attending/
nonattending, focus, and verbal response categories of the Ivey Taxonomy in
observing small group interaction. The study was designed to see if trained
raters could independently score interpersonal interaction in groups with 90
percent interrater agreement using the categories of the Ivey Taxonomy. The
study was designed to gather data which could be used in comparing group
leaders of varying styles and orientations with each other to see if they use
proportionately different Taxonomy behaviors, and in comparing the leaders with
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their groups and the groups with each other to see if leader behavior demonstrably
affects a group's overall profile. Finally, the study was designed to test
whether group leader/member interaction follows the patterns predicted by the
Ivey Taxonomy (as summarized in figure 26 of chapter four) 75 percent of the
time.
PROCEDURES
In order to test these hypotheses, several working decisions were made.
First, each sentence of group interaction was to be rated in three areas—
attending/nonattending, focus, and verbal response—and its total number of
words counted; therefore, for the purposes of this study, nonverbal behavior
was assumed to be 100 percent congruent with verbal behavior. Second, typed
transcripts were selected over audio-tapes in order to facilitate rater concentra-
tion on verbal behavior; this decision is consistent with Shapiro's (1970) suggestion
that typed transcripts produce reliable ratings and may eliminate voice quality
from interfering with empathy ratings.
Third, the transcripts selected were to represent an anticipated
diversity of leader style, orientation and practice as well as variation in group
purpose; the leaders selected variously describe their approaches to group
leadership as "didactic experiential" (Carkhuff), "Bion-type process group"
(Goldberg), and "group-centered" (Lifton and Leader X); the group situations
include a skill training group, a therapy group, a counseling group, and a
problem solving group. Fourth, the session typescripts selected for study were
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working unite which were identified by their leaders as being representative of
their leadership of a. counseling group.
The first of these typescripts records the work of seven participants in
a demonstration skill training group led by Dr. Robert Carkhuff at the University
of Georgia Symposium on Training Groups in January, 1970 (Gazda, 1971, pp„
249-266); the typescript is included in this dissertation as Appendix A. The
second typescript consists of one session’s work of five participants in an
eighteen month old weekly therapy group led by Dr. Carl Goldberg at Saint
Elizabeth's Hospital, Washington, D. C.
,
in 1969 (Goldberg, 1970, pp. 291-311);
this typescript is included in this dissertation as Appendix B.
The third typescript represents the work of eight participants in a
problem solving group led by Leader X at Utah State University in 1967 (Lifton,
1972, pp. 83-93); this typescript is included in this dissertation as Appendix C.
The fourth typescript represents the work of ten participants in a demonstration
group-centered counseling group led by Dr. Walter Lifton at the American
Personnel and Guidance Association Convention in April, 1955 (Lifton, 1966, pp.
67-94); this typescript is included in this dissertation as Appendix D.
Two graduate students in Human Relations Training were trained as IT
raters in a four-day seminar. Their training introduced them to the micro-
counseling behavioral skills (Ivey, 1971b, pp. 145-176) by means of didactic
instruction, role plays with audio-tape feedback, and practice scoring on a
variety of typed transcripts (e. g. , Mann, 1970; Rogers, 1970) until they had
I
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reached 90 percent agreement for every twenty-five sentences rated.
The raters scored each typescript sentence independently in each of the
three areas
-attending/nonattending, focus and verbal response. After scorin
r
a sentence, the investigators compared scores in order to determine the
classifications over which they agreed (identified herein as independent
agreement) and those over which they disagreed. Where their independent
classifications conflicted, they conferred and mutually agreed on a single
classification (identified herein as consensus agreement). When agreement was
reached, they moved on to the next sentence. This procedure was developed
in an attempt to use the "autokinetic effect" identified by Sherif (1963) as a
support for establishing rater convergence to a common norm for the use of
each category.
RESULTS AND DISCUSSION
Interrater Agreement
Table 1 indicates that the two raters achieved 87.7 percent primary
agreement while making a total of 4,521 ratings. Their percent of independent
agreement was below the 90. 0 percent norm hoped for in this study, but above
the 86. 8 percent agreement achieved by the Gluckstern (1972) raters for 2, 102
ratings. Scoring attending/nonattending was easiest, as evidenced by their
achievement of 94.5 percent agreement. Scoring the five focus categories
lowered their percent of agreement to 88.5, while scoring verbal response was
the hardest task of all, yielding only 79. 9 percent of agreement.
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TABLE 1
OVERALL PERCENT OF INTERRATER INDEPENDENT agreement*
Number of
Ratings
Attending/
Non-attending
Verbal
The percentage of independent agreement between the raters declined in
direct relation to the increase in the number of differentiated categories
.
For
example, in rating five focus categories, their percent of agreement ranged from
highs of 91. 2 percent (individual) and 91. 1 percent (self) to a low of 75. 0 percent
(sub-group). By contrast, their percent of agreement in rating twenty-six
verbal response categories ranged from highs of 93. 8 percent (directions and
minimal encourages), 88.8 percent (sharing information) to lows of 33. 3 (direct,
mutual communication), and 53. 8 (reflection of feeling).
There was also a considerable difference in percent of independent
agreement in classifying information as compared to classifying feeling. Table
2 shows that the information categories drew an overall percent of agreement
of 84. 2 compared with 67. 0 percent for feelings and 33. 3 percent for direct,
mutual communication.
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TABLE 2
PERCENT OF INTERRATER INDEPENDENT AGREEMENT:
COMBINED VERBAL RESPONSE CATEGORIES*
Directions Information Cognitive
Restructures
Feeling Direct, Mutual
Communication
.938 .842
.673
.670 .333
*This information is presented in greater detail in Table 12 in Appendix E.
This contrast is even more vivid when the reflection of feeling percent of agree-
ment in this study (53. 8) is compared with that achieved by the raters in the
Moreland, Ivey and Phillips (1973) study (100. 0).
Perhaps an answer to this contrast can be found in the medium through
which human interaction was examined. Whereas this study concentrated on the
verbal report contained in typed transcripts, the Moreland, Ivey and Phillips
study attended to both verbal (i„ e.
,
report) and nonverbal (i. e.
,
command)
dimensions which confronted them via video-tape, even though they did not
explicitly score the latter. The mere presence of the nonverbal component of
communication could be a major factor in helping observers recognize the
presence of feeling and its reflection in human conversation.
Ruesch and Bateson (1951) describe verbal and nonverbal communication
as being two distinct modes of communication that are related to digital and
"analogical" codification. Digital (or verbal) codification reports information,
while analogical (or nonverbal) codification defines relationships.
Digital
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codification seems analogous to the functioning of the central nervous system,
while "there is a possibility that the whole human body may be used as an
analogic component" (p. 171). Digital codification articulates the report
messages mentioned in chapter four (p. 119), whereas analogical codification
articulates the command messages.
The current study attended to the report message alone by concentrating
on the digital language of the typescript and assuming that the command message
was one hundred percent congruent with the report. The Moreland, Ivey and
Phillips investigators were exposed to both report and command messages, and
even though they were explicitly attending to the report message alone, the
command message could easily have clarified the meaning of the information
reported (e.g.
,
this is a reflection of feeling). Haase and Tepper (1972) add
support to this latter possibility in reporting that the nonverbal components
they studies (i. e.
,
eye contact, trunk lean, distance and body position relative
to the addressee) "accounted for slightly more than twice as much variance in
the judged level of empathy as did the verbal message" (p. 421).
The nonverbal or command message refers to what sort of message
the report is to be taken as, and, therefore, utlimately to the relationship
between the communicants. The digital language of typescripts obscures the
command messages and thereby makes it difficult to score command categories
like feelings and direct, mutual communication; however, typescripts may
well facilitate the scoring of report categories like directions, information, and
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cognitive restructuring. In this connection, it is interesting to note that the
raters achieved a higher percent of agreement on the Leader X (.906) and
Carkhuff (. 896) groups, which had a larger percent of talk time on directions
and information, than they did with Goldberg (. 863) and Lifton (. 858).
Distributional Structure
Group leaders and group members were compared in terms of talk
time distribution (Table 3), focus distribution (Table 4), and verbal response
distribution (Table 5). This set of analyses dealt with the distributional
structure of Taxonomy behaviors, that is, the relative proportion of behaviors
falling into each of the major categories of the Taxonomy. For example, given
seven members of a group, if the discussion demonstrated no distributional
structure, then one could expect to find by chance 14. 3 percent of the talk time
alloted to each member. Distributional structure is evidenced when one or
more persons in a group have more than their share, as Carkhuff does in
talking 50. 4 percent of the time in his seven person group.
Tables 3, 4, and 5 show that in each case, the actual distribution of
behaviors differed significantly from the expected distribution, which confirms
hypothesis three: Group leaders with different styles and orientations will
utilize quantitatively different behavioral categories of the Ivey Taxonomy.
For example, Table 3 shows that Carkhuff talked 50. 4 percent of the time in
his group, using an average of 55 words every time he spoke. Goldberg used
almost as many words (50), but he talked only 12. 3 percent of the time. Leader
TALK
TIME
DISTRIBUTION:
COMPARISON
OF
LEADERS
AND
MEMBERS*
r
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X spoke fewer words than Goldberg (45), but he spoke more frequently (39. 8
percent),, Lifton spoke only 6. 4 percent of the time using an average of 21
words.
Each of the leaders attended well (92. 1 to 88. 9 percent), but they again
showed great variation in focus distribution (Table 4). Carkhuff directed over
60 percent of his attention to particular individuals, whereas Goldberg (96. 3)
and Lifton (61. 5) directed their attention to the group and Leader X attended
primarily to the topic (44. 4 percent). Table 4 also indicates that the group
members tended to focus in the same areas as the leader Except in the Goldberg
group), although its hard to know who's influencing who in the leader X group
since group members consistently persist in using a topic focus (85.7 percent)
twice the number of times the leader does (44.4).
Table 5 demonstrates that leaders showed a greater range of variation
in their behavioral repertoire than the members of their group did. Nevertheless,
some leader patterns persisted. For example, Carkhuff concentrated on
giving directions (38.7 percent) and sharing information (30.9 percent), and
his group members responded b}f sharing information (43.3 percent) and
feeling (23. 6 percent). Goldberg concentrated almost entirely on cognitive
restructures (66.7 percent) while the group shared information (51.5 percent)
and feeling (23.6 percent). Leader X asked for information (27. 8 percent),
shared information (41.7) and paraphrased and summarized information (22.
2
percent), and the group answered by sharing information (78. 1
percent) and
FOCUS
DISTRIBUTION:
COMPARISON
OF
LEADERS
AND
MEMBERS*
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Asking information questions (13, 7 percent), Litton shared information (34, 6
percent) and reflected feeling (30. 8 percent) while his group members shared
information (46,6 percent) and feeling
(20 . 4 percent).
The data suggest that group leaders channeled their influence through
one particular behavior which the group members tended not to use, and that
the behavior chosen was consistent with their theoretical orientation. Therefore,
Carkhuff practiced his didactic experiential approach by directing the individual
members as to what to do and how to do it. Goldberg practiced his Bron-type
process leadership by offering group-focused cognitive restructures. Leader X
reflected group needs by concentrating on topic-focused questions and para-
phrases of information (i. e.
,
group centered). Lifton practiced being group-
centered by. offering group-focused reflections of feeling.
Nonetheless, leader influence as defined by Taxonomy categories, was
evidenced in the group only slightly. The groups led by Carkhuff, Goldberg and
Lifton demonstrated a similar proportion of shared information (51.5 to 43.3)
and feeling (27. 0 to 20. 4 percent), with Carkhuff group being lowest on information
and highest on feeling. Leader X's group concentrated on sharing information
probably because they had to decide how the members of the Training Institute
of which it was part could best use the Institute experience after a tense beginning.
These observations tend to support Lieberman, Yalom and Miles (1973a) statement
that "change does not revolve around the solitary sun of the leader; the evidence
is strong that psychosocial relations play an exceedingly important role in the
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process of change'* (p. 428). The Taxonomy does not describe clearly how these
psychosocial relations operate in the group, only that they are present.
An alternative way to view the distributional structure of verbal
responses is summarized in Table 6. The verbal response categories are
combined into more inclusive classifications (similar to the way they were
combined in Table 2). Directions remain the same. Information includes
questions for information, sharing information, paraphrasing, and summarizing
information. Feeling includes questions for feeling, sharing feeling, reflections
of feeling and summarization of feeling. Cognitive restructures here include
direct, mutual communication. This combining makes it possible for one to
compare larger units of the group's activity.
Table 6 suggests that leader directions produced a higher proportionate
balance between information and feeling )even though the leader did not "model"
feeling) than the other approaches. The cognitive restructures of Goldberg and
the reflections of feeling by Lifton are balanced by the same relative proportion
of member information (64.0 percent) to member feeling (30.5 percent). There
was an almost equal emphasis on information in Leader X's group.
The data summarized in this section suggest several conclusions. Each
leader manifested a different behavioral pattern because of his particular
definition of the group situation and purpose. As indicated above (p. 142),
each
of the group typescripts used was identified by their leaders as an
example
of their leadership of a counseling group. Carkhuff (1972)
calls his counseling
VERBAL
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roup a "training group" because training is his "preferred mode of treatment"
) 0 10); he trains his trainees by telling them what to do (i. e„
,
didactic
xperiential). Goldberg (1970) conceives of the counseling group as a social
pstem which includes a work group and an assumption group; he addresses the
5sumption group by naming the form of its presence (i.e.
,
cognitive restructures)
i order that the group's members can confront their fantasies and continue
Leir work.
Leader X and Lifton (1966) each conceive of the leader's role as being
responsive to the real goals of the group,
including those not as yet articulated.
Since the security of group members depends
upon clearly defined limits, he defines the
initial purpose of the group. Because under
stress people tend to be unable to communicate,
it is the leader's role to help the group develop
and use their resources to provide support to
group members. ... At any point where [the
leader's] perception of group goals deviates
beyond the limits of group acceptance, he is no
longer able to function (p. 27).
sader X and Lifton based their interventions on their perception of their
•oup's definition of its goals. They reflect more the interrelationship between
ader, followers and situation than Carkhuff and Goldberg appear to do. As
mid be expected, the behavior pattern of both Leader X and Lifton more
osely resembles the behavior pattern of the members of their group than
>es the behavior pattern of Carkhuff and Goldberg.
Each group's behavior pattern more closely resembled that of the other
•oups than each leader's resembled the other leaders. The reason for this is
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not known. Perhaps it reflects a limited response repertoire in each of the
groups (and in everyday life as well). Perhaps it reflects the limits of the
Ivey Taxonomy in that the IT does not include a sufficient number of categories
relevant to member conversation; if this was so, the IT would evidence the
same kind of limit the Flanders Category System (p. 89) reflects—an imbalance
between teacher talk and pupil talk. Perhaps it reflects one of the views of
chapter two, namely, that leaders are those who perform group functions
(i. e.
,
Taxonomy behaviors); this implies that the four leaders studied performed
most of the functions needed (beyond sharing behavior) so that leadership was
supervisory or vertical (i. e.
,
focused in one person).
Sequential Structure
Group leader/member sequential structure and group member/leader
sequential structure were examined in each of the following areas: focus
sequence (Table 7), verbal response sequence (Table 8), and verbal response
sequence—combined categories (Table 9), This set of analyses sought to
discover evidence of sequential structure in focus behavior and verbal response
behavior, that is, "the relative predictability of the category of the succeeding
statement in a pair of statements when the category of the preceding statement
is known" (Gouran and Baird, 1972, p. 18). If group interaction possessed no
sequential structure, then the relative proportion of each type of statement
following any given type would be equal to the distributional proportions in the
total sample.
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The Ivey Taxonomy is has ed on the idea that people talk about what is
attended to. In the case of focus categories, one would therefore predict that
people would tend to use the same category as the person preceding them if
they are attending to that person. Table 7 shows that members responded
more than half the time within the same focus category as the prceding statement
by the leader in three of the four groups (leader X's group again being the
exception). Carkhuff's individual focus, for example, was followed by either
self disclosure (which is one of two individual focii) or another individual focus
54 of the 55 times he focused on individuals. By contrast, leaders tended to
persist in responding with their preferred focus category regardless of what
the preceding member statement was; Goldberg, for example, focused on the
group 100 percent of the time even though he followed a self focus eight of the
thirteen times he spoke.
In the case of verbal response categories, Ivey has predicted (see Figure
26, p. 128) that questions seeking information, sharing information, paraphrasing
and summarizing information would each be followed by a sharing of information.
Similarly, questions seeking feeling, sharing feeling, reflecting feeling and
summarizing feeling would all be followed by a sharing of feeling. While Table
8 is inconclusive regarding these predictions, it does show that members tended
to respond with sharing information and sharing feeling well over half the time.
In addition, it shows that leaders demonstrated a greater response repertoire in
that they used more of the behaviors identified by the Ivey Taxonomy than did
group members.
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Table 9 concentrates the data and turns the frequencies (which are in
Table 17 in Appendix E) into proportions. With this table one can see that
information followed information over half the time when members spoke after
leaders in all four groups. Feelings followed feelings almost half the time in
the three groups where members verbalized feelings. This table provides
information which confirms Ivey Taxonomy predictions in only one area: member
information does follow leader information more than 75 percent of the time in
three of the four groups. As indicated in the table, no other sequence occurs
with 75 percent frequency. However, the 75 percent norm is not an absolute
frequency. It represents rather an arbitrary choice intended to distinguish
clinical significance from statistical significance, which is based on a lower
frequency proportion.
It is interesting to note that feeling follows directions with greater
frequency than feeling follows feeling in both the Carkhuff and Lifton groups.
Directions confronts one with a clear command message (i.e. , I am the one
who tells you what to do) as well as a report message. Feeling response
may well include an implicit recognition and communication adaptation to the
command message as well as the report. Each group spent much of its time
on information; part of this may be that information was easier to recognize
and respond to in everyday life.
Table 9 also demonstrates again the persistence of each leader s pre-
ferred mode of behavior. Carkhuff follows member initiatives with directions
*The
numbers
on
which
this
table
is
based
are
presented
in
Table
17
in
Appendix
E.
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and information, Goldberg with cognitive restructures, Leader X with information,
and Lifton with reflection of feeling. The data seem to suggest that although
the leader may have a larger response repertoire than group members, none-
theless, he uses certain behaviors with high frequency according to his theoretical
orientation. This observation recalls the statements by Bandura (1961) and
Rogers (1960) quoted at the beginning of this chapter, that is, the leader/
therapist selectively conditions client responses to fit his or her theoretical
orientation. It seems that the leader/therapist may well selectively condition
their own behavior more than that of the client.
Table 10 presents the sentence by sentence sequential structure of the
total group for each of the four groups investigated. Information follows
information better than 60 percent in each group, while feeling follows feeling
almost half the time in each group. Information follows directions about half
the time in three of the four groups. The table also suggests that if a problem-
solving group (i. e,
,
that of Leader X) has difficulty considering alternative
solutions to their problem it may be a function of their single-minded behavioral
repertoire.
SUMMARY
This chapter has reported a study designed to examine the following
hypothes es
:
Hypothesis 1: Group leader/member interaction can be reliably
scored (with .90 inter-rater agreement) using the categories of
the Ivey Taxonomy.
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Hypothesis 2; Group leader/member interaction can be accurately
predicted (with
. 75 accuracy) using the categories of the Ivey
Taxonomy. Specific predictions were elaborated in Chapter
Four.
Hypothesis 3 : Group leaders with different styles and orientations
will utilize quantitatively different behavioral categories of the
Ivey Taxonomy.
Hypothesis one was not confirmed; overall inter-rater agreement was only 87.7
percent. Hypotheses two was confirmed in one category: information succeeded
information more than 75 percent of the time in the leader/member sequential
structure of three of the four groups. Hypothesis three was confirmed by the
comparative distributional structure of leader behavior in each group.
The Ivey Taxonomy has been presented at an initial stage of development.
It will eventually include the classification of nonverbal behavior and issues of
meaning (i. e.
,
content analysis) in addition to the ratings used in this study
(i.e„, attending/nonattending, focus, verbal response, and number of words).
The Taxonomy compares favorably with several of those discussed in chapter
three (e. g. , the Bales interaction categories), in its present capacity to
describe distributional structure in leader/member and; member/member
group interaction. It is less useful in describing sequential structure than, for
example, the Bales' category system.
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Part of the reason for the Ivey Taxonomy’s lack of utility in describing
sequential structure may lie in its formulation. It was originally conceived
as an instrument designed to identify counselor improvement after micro-
counseling training sessions; it therefore attended to one-to-one conversation
rather than the more complex multiple conversations common to group life.
Ivey intended it to enable one to identify and describe alternative responses in
order to facilitate one's development of intentionally (i. e., choosing among
alternatives) in counselor trainees. Its use in this study suggests that group
leaders have more highly developed intentionality than group members. On the
other hand, the Taxonomy may not yet offer sufficient alternatives for identifying
the true diversity of group member response; it may not yet facilitate
intentionality on the part of the meta-communicator.
The nonverbal categories of the Ivey Taxonomy may well offer the
greatest promise for offering increased alternatives. For example, command
messages could be explicitly identified and classified with nonverbal categories
at the same time report messages are identified with the verbal response and
issue of meaning categories. Focus and attending categories could provide
the interpersonal context for the verbal and nonverbal exchange.
This use of these categories is based, however, on a theoretical
scheme that Ivey does not currently subscribe to; rather Ivey hopes to develop
an atheoretical, value-free taxonomy which can be used in a wide variety of
settings. His purpose is undermined, however, by the values and limits
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inherent in the language he chooses for each of his categories. As Sapir (1966)
said, "we see and hear and othrwise experience very largely as we do because
the language habits of our community predispose certain choices of inter-
pretation" (p. 69). It is difficult to use an instrument designed for two-person
inter-action in a trans
-actional setting.
Therefore, it requires an explicit theoretical foundation similar to
the ones on which the Argyris and Bales systems are constructed. It requires
useful categories in the non-verbal as well as the verbal response areas. It
requires a clearer statement of the small bits of behavior that is described
by each category. Finally, it may well require several raters simultaneously
scoring both verbal and nonverbal behavior for every member of a group
(rather than just those who talk) in order to more accurately describe the
transactional communication common to group experience.
chapter VI
RETROSPECT AND PROSPECT
In order to study the dynamics of human communication, one needs a
meta-language of communication which explicitly identifies one’s predispositions
toward certain choices of interpretation. Meta -languages help leaders be
clearer in describing what they do in groups and in identifying their behavioral
alternatives as they participate in group interaction. Meta-languages also
enable leaders to help group members meta
-communicate about their inter-
action patterns and their behavioral alternatives. Meta-languages help leaders
fulfill their ethical responsibility as stated by Lakin (1969):
It is the responsibility of the trainer to
make as clear as he can his own activities,
his own view of what is significant, and to
encourage exchanges of views among
participants so that all can have the
possibility of differential self-definition and
orientation during the training process.
This would help prevent a situation where
inchoate and inarticulated pressures push
individual participants beyond their
comprehension (p. 926).
Responsibility demands clarity and openness.
The Ivey Taxonomy has been presented as a meta-language that
facilitates the description of the distribution and sequence of group leader
and group member behavior. It has been used to describe both leader and
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member behavior in four different groups. It has clearly identified and
described differential patterns of leader and member behavior. It has also
demonstrated a sequential relationship between leader information and member
information in group interaction. It is hoped that the addition of distinct non-
verbal categories will facilitate the demonstration of further sequential
relationships.
The primary function of the Ivey Taxonomy is its use as an instrument
for the description of human communication. For this to occur purposefully,
it needs to be more deeply rooted in a theory of human communication.
Watzlawick, Beavin, and Jackson (1967) have formulated "some tentative
axioms of communication" based on systems theory that are the most cogent
statements known to this author of the kind of thinking toward which he is
moving in his search for an adequate theory of communication:
1. All behavior, not only speech, is communication,
and all communication—even the communicational
clues in an impersonal context in which communication
occurs—'affects behavior (p. 22).
2. Behavior has no opposite: one cannot not behave.
Therefore, since all behavior is an interactional
situation has message value, one cannot not
communicate (pp. 48-49).
3. Humans communicate both digitally (i. e. , verbally)
and analogically (i.e. , nonverbally). Digital language
has a highly complex and powerful logical syntax but
lacks adequate semantics in the field of relationship,
while analogic language possesses the semantics but
has no adequate syntax for the unambiguous definition
of the nature of re latica ships (pp. 66-67).
169
4. A communication not only conveys information,
it also imposes behavior. Following Ruesch and
Bateson (1951), these two operations are called
the "report" and the "command" aspects of any
communication. The report aspect of a message
conveys information and is, therefore, synonymous
in human communication with the content of the
message. The command aspect, on the other hand,
refers to what sort of message it is to be taken as,
and, therefore, utlimately to the relationship
between the communicants (pp. 51-52).
5. Every communication has a content and a relation-
ship aspect such that the latter classifies the
former and is therefore a metacommunication
(p. 54).
6. Systems theory emphasizes the relationships aspect
of human interaction rather than the content of
interaction. Therefore, interactional systems are
described as "two or more communicants in the
process of, or at the level of, defining the nature
of their relationship" (p. 121).
7„ To an outside observer, a series of communications
can be viewed as an uninterrupted sequence of
interchanges where every item in the sequence is
simultaneously stimulus, response, and reinforce-
ment, To the participant, punctuation organizes
these behavioral events into meaningful patterns
as each offers to the other definitions of their
relationship, or, more forcefully stated, each
seeks to determine the nature of the relationship.
Similarly, each responds with his definition of the
relationship, which may confirm, reject, or modify
that of the other. Therefore, the nature of a relation-
ship is contingent on the punctuation of the communica-
tional sequences between the communicants (pp. 54-59).
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8. All communicational interchanges are either
symmetrical (i. e.
,
horizontal) or complementary
(i. e.
,
vertical) depending on whether they are
based on equality or difference. Symmetrical
interaction is characterized by equality and the
minimization of difference, while complementary
interaction is based on the maximization of
difference (pp. 68-70).
9. Human communication has a special complexity
because of the presence of double contingency:
"in social interaction alter's possible reactions
may cover a considerable range, selection within
which is contingent on ego's actions" (Hays, 1973,
p. 205).
10. Communication has a limiting effect in that in an
interaction sequence, every exchange of messages
narrows down the number of possible next moves
for each communicant, (Watlawick, Beavin, and
Jackson, 1967, p. 131).
11. This limiting effect is a function of double contingency:
"if a condition is met, then we emit a gesture, a
word, or a behavior that rewards or punishes the
partner who met the condition. The condition not
being met, we act differently" (Hays, 1973, p. 205).
12. In human communication, much is left unsaid.
Therefore, any communicative act can at best be
a mere approximation of what is actually present
between two human beings" (Ivey and Hurst, 1971,
p. 202).
13. The task of transactional communication (which
includes both communication and meta-comm unica-
tion) is "to relate my experience of the other's
behavior to the other's experience of my behavior"
(Laing, 1967, p. 4). '1 cannot say what cannot be
said, but sounds can make us listen to the silence"
(p. 22).
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The Ivey Taxonomy offers great promise as an instrument for the
observation and description of interactional systems. Its attending/nonattending
and focus categories identify the immediate context for a specific exchange. Its
verbal response categories together with additional nonverbal categories can
facilitate the description of the command aspects of a communication exchange.
Identification of "prime issue of meaning" categories can facilitate description
of the report aspect. Counting words provides a basis for judging the relative
balance of participant interaction. Taken together, these compoments may
well enable one to empirically describe and responsibly participante in trans-
actional communication.
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APPENDICES
APPENDIX A
THE CARKHUFF TYPESCRIPT
Excerpted from Gazda (1971), pages 249-266
Demonstration Protocol
^~7,Dav®' would V° u roleplay some kind of problem for Bill? Billw.ll be the helper. Now you are just making one res on ayou are not to respond to it. What we are going to do-here is our
in tPrm^f f
3 °nallZmg lt~ls sim P'y lay responses side by sidem erms of feeling and meaning, etc. We must answer this questionfor ourselves: “Could Bill have said what Dave said, and coulSDave have said what BUI said?" Put the responses side by sideand if we can say, 'Yes, clearly one could have said what the other
said then we call them interchangeable and we rate it level 3That is simply the discrimination operation. Now we are going togo through it and following it each of you will be asked to rate
whether or not it was interchangeable. Okay?
Dave: Maybe we prefer to deal with somethina oersnnaiiw i
vant. I’m feeling pretty anxious up here. We’re in front of th/ If f
"
gr°up and I had to leave my defenses at the back door with thedoorkeeper, for the last two days. ’ t
Bit!: Right now I’m frightened and would like to leave Perhaos I’mscared, coming up here, having to be quite open.
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266 Appendix C
Dave: Okay, fine.
*A^Tlfey
A
are7s it^ort^ that f° r y°UrSelf
ZZwZLufL'Z™ be,,er ,han mine because ,Ve in“r-
Carkhuff: No no, no, answer it in terms of what just went on be-tween us, right now! Do I see into you better than you see into me?
Dave. Yeah, I think you’re reading me.
Sure. Then whats hanging you up, the price—that you
can t get away with the smoothness and the cliches anymore?You can’t get away with avoiding the responsibility when you get
put on the spot anymore. Is that what’s bothering you?
Dave: Maybe.
I don’t want to (Dave breaks in.)
Dave: Right. I would prefer not.
raised it: I’ve got to deal with it. You raised it out
here on the stage; you’ve got to live with what you elicited now.
Okay? That goes for you too, Ralph. Okay I’m not going to push it
any further now. I don’t know if you guys (demonstration group)
want to sit down in front or if you want to just get out of here. I’ll
see you (Dave) later—maybe ride to Atlanta with us. I’d like you
(demonstration group) to be available here. I’d like Bill and Brad
and some of you who put something into it to comment on it. Carl,
also. (End of demonstration)
APPENDIX B
THE GOLDBERG TYPESCRIPT
Excerpted frem Goldberg (1970), pages 291-311
3CtUal Pr
°r
gr°UP
and one-half ^ ™
consists of three fermlr cn i " Present group
rehabilitation worker All are
WOrkers a"d a raale vocational
Two of the social worker ' M rio7a„Tr 7
** Mme
«he original group (which'consiTd ofs^b"^1
tom : The chairs are arranged like they were last time.
Greta: (laughs
)
tom: That little microphone
... it is still here, (pause) I just
got out of some meeting.
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appendix c
THE LEADER X TYPESCRIPT
Excerpted from Lifton (1972), pages 83-93
Protocol
General buzzing.
Man 1: Do we all get an “A”?
Lady 1: There are too many
men.
Leader: There are too many
men?
Man 1: Women can outtalk men
anyway.
Leader: You think the compo-
sition of the sexes is
relevant?
Lady J: No.
Man 1: It doesn’t make any
difference.
Leader: Part of the reason for
wanting to get us to-
gether in this group.
and it’s obviously an ar-
tificial group, is that as
I listened to you this
morning your major
concern was how you
could help people
"stick” in your YOC
groups. It’s true that
Logan is pretty far from
home for many of you,
but you can escape in
many ways. You don’t
have to escape physi-
cally. You can escape in
other ways too. I think
if this session and this
Underlying Dynamics
Reflection of content as a way of
encouraging further definition of
meaning.
Seeking to determine if group
composition itself was a source of
threat.
Verbal structuring. Attempts to re-
late present group to reasons for
their selection and participation in
the current setting.
Leader points up idea that verbal
participation does not equate to
involvement and that talk can also
be used to avoid issues.
Indicates group’s responsibility for
what occurs and their need to
take action to set limits.
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APPENDIX D
THE LIFT.ON TYPESCRIPT
Excerpted from Lifton (1966), pages 67-94
1. Where do you want to start?
2. Cuht: Well, we noticed one thing
right off, Walt; as soon as you
stood up, way back, you notice
how the group kind of quieted
down. Boy, they perceive you
as an authority figure. Well
that’s your last chance.
3. Liz: I, uh, I don’t like the
recorder (pointing to Louise
Sharpe) down there at the end
of the group.
I-
4. Dom: If she was not down there
then I’ll have to be down there,
and I don’t like being at the end
of the group.
Comments
1. An open-ended question
indicating immediately to
the group that the respon-
sibility is theirs.
2. Continuing of structuring
by group redefining initial
leader’s role.
3-17. Group sets about task of
developing security with
each other. The presence
cf a nonparticipating and
nonvulnerable observer
has to be resolved. The
group recognizes that
Dean Sharpe’s presence
has both positive and neg-
ative effects. They ex-
amine ways to incorporate
this person so she will not
be a source of threat.
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rolling, or should we let the
other people have a chance?
222. Liz: Let’s let them have a
chance.
223. Bill C: Yeah.
224. Walt: How about it?
225. Cuiit: I think so . . . because
there’s only so much that they
can get from listening.
226. Dom: I would like to let the
rest of the people in on it.
227. Walt: O.K.
Working with Groups
Comments
the basis for making a de-
cision.
APPENDIX e
SUPPLEMENTARY TABLES
TABLE 11
Percent of Independent Agreement: Category by Category and Group by Group
Table 11 summarizes the percent of independent agreement between
raters for each category of each group scored and records the overall percent
of agreement presented in Table 1 (p. 144).
Higher percentages of agreement were recorded for scoring attending,
focus, and verbal response in that order (except for agreement over focus and
attending in rating Leader X's group). Higher percentages of agreement were
recorded for Leader X and Carkhuff than for Goldberg aed Lifton.
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4,521
.945
.885
.799
.877
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TABLE 12
Interrater Independent Agreement by Category
Table 12 records in detail the information on which Table 2 (p. 145)
is based. Raters achieved highest agreement in scoring
directions and sharing
information,, lowest in scoring direct, mutual communication
and reflection of
feeling.
Table 12 also records agreement on scoring focus
categories. Raters
achieved highest agreement in scoring self and
individual focus references,
lowest in scoring subgroup references.
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TABLE 12
SUMMARY OF INTERRATER INDEPENDENT AGREEMENT BY CATEGORY
Agree Disagree
Category Number Percent Number Percent
VERBAL RESPONSE
Directions 136
Questions-Information 94
Questions -Feeling 16
Sharing Information 597
Sharing Feeling- 188
paraphrasing 66
Reflecting Feeling 64
Cognitive Restructures 33
Direct, Mutual Communication 1
Totals 1,195
.938 9 .062
.790 25 .210
.640 9 .360
.
888 75 .112
.737 67 . 263
.611 42 . 389
.538 55 .462
.673 16 . 327
.
333 2 .667
.
799 300 . 201
FOCUS
Self
Individual
Subgroup
Group
Topic
Totals
390 .911
443 .912
48 . 750
256 . 883
191 . 816
1,328 . 884
38 .089
43 .088
16 . 250
34 .117
43 .184
174 .116
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TABLE 13
Summary of Interrater Consensus Agreement: A Profile of Interrater Influence
Table 13 summarizes interrater consensus agreement category and
group by group. For the 519 total items (out of 4,521) on which the independent
classification conflicted, the investigators conferred and agreed on a single
classification. They selected the original choice of rater X 51. 0 percent of the
time, the original choice of rater Y 46. 1 percent of the time, and a new caterory
(Z), not originally chozen by either rater working independently, 2.9 percent of
the time.
SUMMARY
OF
INTERRATER
CONSENSUS
AGREEMENT:
A
PROFILE
OF
INTERRATER
INFLUENCE
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TABLE 14
Talk Time Distribution by Participant
Table 14 records In detail the Information on which Table 3 (p. 148)
is based. Each member's participation was assessed as to quantity of talk time
In words
,
sentences and utterances
.
and as to frequency of attending.
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92 38 38 24 32 36 27 67 78 169 111 36
10 14 13 20 7 8 1 26 58 63 73
2 32 14 61 13 38
amber
of
Words 3,634 1,217
562 637 257 414 492 705
853
1,274 1,547 1,340
679
96 193 279 224 110 120
3 383 851 937
1,195
19
445 312 997 207 680
Z
Percent
of
Talk
Time
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Words
.504 .169 .078 .088
.
036
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.
068
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223
.
271
.
234
.398
.
056
.113 .164
.
131
.065 .070
.
002 .064 .141
.
155
.198 .003
.
074
.052
.
165
.034 .113
Name
T» ® s | § £ f
o o w « < U «
Goldberg
Tom
Paula
Marion
Greta
Leader
X
Man
1
Lady
I
Man
11
Man
III
Lady
11
Man
IV
Man
V
Lift
on
Curt
Liz Dom
Dean Bill
L.
Bill
C.
Mary
Ann
Dorothy
Rita
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TABLE 15
Focus Distribution by Participant
Table 15 records in detail the information on which Table 4 (p. 150) is
based. Each participant's sentence was scored as to whether or not its focus
was on self-reference, another individual in the group, a subgroup, the group
as a whole, or the topic. The total number in each focus area for each
participant is recorded.
250
TABLE 15
FOCUS DISTRIBUTION BY PARTICIPANT
Name Self Individual Subgroup Group Topic
Carkhuff 19 172 27 55 7
Dave 64 27 4
”
Bill 17 20 1
—
Brad 9 29 1 1
“
Alice 9 15
- 1 1
Carl 16 15 1
Ralph 15 21
—
Goldberg 1 -
Tom 18 26
Greta 46 40
Paula 31 23
Marion 103 24
26
2 15 6
4 12 6
3 16 7
5 11 29
Leader X
Man I
Lady I
Man II
Man III
Lady II
Man IV
Man V
10
3
16
9
13
14
16
6
7
1
Lifton 5
Curt 5
Liz 11
Dom 15
Dean 1
Bill L.
—
Bill C.
Mary Ann 15
Dorothy 1
Rita 19
4
20
13
11
8
3
7
2
16 1
27 7
17 16
29 19
20 3
6 4
15 30
8 4
1 12
TABLE 16
Verbal Response Distribution by Participant
Table 16 records in detail the information on which Table 5 (p. 151)
is based. Each participant's sentence was classified into one of the verbal
response categories. The total number in each category for each participant
is recorded.
VERBAL
RESPONSE
DISTRIBUTION
BY
PARTICIPANT
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TABLE 17
Verbal Response Sequential Structure: Combined Categories (Number)
Table 17 records the numbers on which the proportions in Table 9
(p. 159) are based. The following Verbal Response Categories are combined:
Information includes questions for information, sharing information, para-
phrasing and summarizing information; Feeling includes questions for feeling,
sharing feeling, reflecting feeling and summarizing feeling; cognitive restructures
has added direct, mutual communication.
VERBAL
RESPONSE
SEQUENTIAL
STRUCTURE:
COMBINED
CATEGORIES
(Number)
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TABLE 18
Total Group Verbal Response Sequential Structure
Table 18 records the numbers on which the numbers and proportions
reported in Table 10 (p. 161) are based. The group was envisioned as one
continuous sequence from the first sentence to the last. The sequential structure
that emerged is presented in this table.
VERBAL
RESPONSE
SEQUENTIAL
STRUCTURE:
TOTAL
GROUP

